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Abstract 
The study of conflict resolution has ballooned in the last few decades, but the literature 
remains sparse regarding leaders’ perspectives of navigating conflict. Currently, 
researchers have not addressed the conflict experiences of Jamaican church leaders 
residing in South Florida. Using phenomenology and social construction theory, I 
explored the lived experiences of this population as they addressed conflict. Twenty-two 
church leaders from Rhema Word Ministries International and affiliated organizations 
answered interview questions for an average of 45 to 60 minutes each. The data were 
transcribed, coded, and analyzed, yielding seven core themes: solving problems, 
exercising faith in God, demonstrating compassion, building personal development, 
employing strategies in conflict resolution, providing service to others and facing the 
challenging side of conflict. The findings showed that for these participants, their conflict 
resolution approaches were contingent on their perceptions of how others perceived them. 
The multilateral conflict theory that emerged from the lived experiences of the 
participants in the study showed the interconnectedness between the factors influencing 
their identities and their conflict resolution approaches. The study has merit for its useful 
insights for practitioners. In addition, the study has activated voices in academic literature 
that might otherwise have been silent. 
  
x 
Preface 
Jamaica 
Jamaica is the third largest island situated in the northern part of the Caribbean 
Sea, with an area of 4,411 square miles. The island’s mountainous ranges include Blue 
Mountain, the highest peak, reaching 7,404 feet. Average temperatures range between 
60° and 90° F, mostly toward the upper end of the range, making Jamaica a delightful 
tropical paradise. Christopher Columbus said, “[It is] the fairest isle that eyes have 
beheld” (as cited in Mordecai & Mordecai, 2000). 
Jamaica was originally inhabited by indigenous tribes such as the Arawak (also 
known as Tainos) and Caribs, but was later occupied by Europeans, who soon populated 
the island with hundreds of slaves from Africa for their own economic benefit 
(Spielvogel, 2007). This situation did not last long—a series of revolts led by brave men 
and women (some later named national heroes) led to the slaves’ freedom in 1834 
(Mordecai & Mordecai, 2000). Jamaica comprises many different nationalities, but most 
residents are of African descent—thus, “out of many, one people.” 
Rhema Word Ministries International 
As of this writing, Rhema Word Ministries International is a growing 
nondenominational, multi-ethnic organization founded on Biblical principles whose 
members are committed to fulfilling the work of Jesus Christ. Established in 2004, as of 
this writing, the organization is led by the founder and Senior Pastor, Apostle S. 
Constancia Daley. Unlike many churches, Apostle S. Constancia founded the ministry as 
a young woman when she answered God’s call. She receives support from several leaders 
who occupy different offices (e.g., pastors, prophets, and deacons). The congregation and 
xi 
leaders follow the examples set forth by the Apostles in the New Testament and strive to 
be instruments of God as He works in salvation, healing, and deliverance. All the leaders 
work together to fulfill the vision and mission of the church. The vision statement of the 
church is “to create Christ consciousness within our community and the world through 
people of purpose and passion for the Kingdom of God.” The mission statement is “to 
declare the unadulterated gospel of the Lord Jesus Christ that will minister grace unto its 
hearers, cultivating people of purpose and to earnestly contend for the faith which was 
once delivered unto the saints.” 
  
xii 
Definitions of Key Terms 
African Americans. African Americans are members of the Black race whose 
ancestors were originally from Africa, but whose home is the United States.   
Apostle. The term apostle was first introduced in the New Testament when Jesus 
sent out his disciples. When the disciples returned, they were called apostles—“the sent 
ones.” Rhema Word Ministries International has one apostle, Apostle S. Constancia 
Daley and she is the Senior Pastor of the organization. Church leaders have traditionally 
been men, but in this organization, the chief leader is a woman. 
Church. For the purpose of this paper, the term church refers to members of a 
religious assembly who strive to live holy lives unto the Lord.  
Church leaders. Church leaders are individuals within a religious organization 
who have a leadership role or are being trained to assume a leadership role (e.g., apostles, 
pastors, deacons, evangelists). There are different names used to refer to church leaders 
such as clergy, pastors, ministers, and priests, depending on the organization and their 
purpose. The church leaders for this study are primarily selected from Rhema Word 
Ministries International but also include leaders from affiliated organizations who have 
all experienced the same phenomena. The phenomena include a “born-again” experience 
and being selected to perform specific duties for the edifying of the body of Christ (see 
appendix A).  
Culture. The term culture in this paper refers to the beliefs, practices, and 
customs of a particular group of people. Culture includes many different areas (e.g., 
national, organization, or racial), but for this paper, the definition was limited to the 
national and organizational aspect. Because I addressed both national and organizational 
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cultures, I use these specific terms when differentiating the two; however, when no 
context is provided, the national culture is being referenced. 
Epoché. Epoché is the process of suspending belief or judgment (Johnsen, 2017). 
Essence. The term essence refers to the nature of something or to what constitutes 
a reality (Smith, 2016). 
Intentionality. Intentionality pertains to consciousness of an object or idea 
(Simons, 1999), and involves the experience of perception, thought, memory, 
imagination, and emotion (Reiners, 2012). 
Jamaicans. For the purpose of this research, the term Jamaicans refers to a 
specific ethnic group in South Florida who were born in Jamaica or raised by Jamaican 
families. This group includes both first and second generations, which means they were 
originally from Jamaica and they are now living in the United States, or their parents 
were from Jamaica and they were raised with Jamaican traditions in their respective 
homes. When referring to Jamaicans living on the island, I use the term local Jamaicans. 
Lived experience. The world experienced through the perceptions of the 
participants. 
Open coding. Open coding is the process of sorting and labeling data into clear 
categories during data analysis as common themes emerge from the data. 
Parishioners. Parishioners are members who attend and participate in the affairs 
of the church organization. 
Pastor. The term pastor refers to those who are ordained to lead a church. For 
this research population, the terms Senior Pastor (or Apostle) will be used to differentiate 
the chief leader from the Associate Pastors. Rhema Word Ministries International has one 
xiv 
Senior Pastor, who has been ordained as an Apostle and two Associate Pastors, who 
provide support for the Senior Pastor, Apostle S. Constancia Daley. 
Phenomenological approach. A research method and philosophy based on 
descriptions of meaning derived from experiences as they are encountered. 
Research population. For this study, the research population consisted of 
believers who practiced the doctrine carried out by the Apostles in the New Testament 
Church as instructed by Christ (see appendix A). 
Worldview. A worldview is the perspective that each individual has developed. 
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Chapter 1: Introduction to the Problem 
Conflict can disrupt relationships, impede progress toward a goal, and alter the 
course of history if not handled constructively. For this reason, conflict resolution studies 
have been given much attention in recent decades (Kriesberg, 2016). Researchers have 
studied conflicts in various contexts, including the home, the workplace, for-profit and 
nonprofit organizations, and local and international communities. Participants in conflicts 
in any of these contexts are influenced by culture because the way people perceive the 
intensity of the conflict depends on their cultural backgrounds (Bercovitch & Foulkes, 
2012). Researchers have given specific attention to studying conflict within cultural 
groups (Doucet, Jehn, Weldon, Chen, & Wang, 2009; Elsayed-Ekhouly & Buda, 1996), 
particularly in the United States (Lapierre, 2013; Perrewe, Ralston, & Fernandez, 1995; 
Tinsley, 2001). 
Contextual Background 
Conflict within Cultural Groups 
Culture is defined as a collection of values, norms, and traditions held by a group 
of people; culture plays a vital role in conflict and conflict management (Bercovitch & 
Foulkes, 2012). Cultural groups develop an attitude toward conflict based on their own 
ideals. For example, those from individualistic cultures (e.g., the United States) respond 
positively to taking conflict personally, while those in collectivist cultures (e.g., Japan) 
respond negatively (Nevid & Sta. Maria, 1999). Murayama, Ryan, Shimizu, Kurebayashi, 
and Miura (2015) showed that Japanese prefer task-related conflict, and Americans prefer 
relationship-oriented conflict. In a study of Asians’ dispute resolution styles, Koreans 
found it difficult to handle conflict directly, while those from mainland China (especially 
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from Shanghai) were confrontational (Lee et al., 2013). Thus, Asian cultural practices 
occur in sharp contrast to U.S. cultural practices. In Asian cultures, the focus is on a 
broader frame of reference, and meanings are derived from contexts; therefore, Asian 
cultures are considered high-context cultures (Nevid & Sta. Maria, 1999). Conflict in 
Africa is another example of conflict across cultures. One article looks at how rebel 
leaders use economic incentives, political indoctrination, and forceful tactics to persuade 
rebels to fight in Sub-Saharan Africa (Herbst, 2000). These examples show conflict 
occurs on a global scale; however, conflict can also occur domestically within different 
cultural groups. 
Within the United States, several cultural groups have experienced conflict with 
each other. For example, researchers have explored the conflict resolution skills of Latin 
American couples living in the United States to provide insights for clinical practitioners 
(Bermúdez & Stinson, 2011). The findings showed that bilingual women were less 
harmonious with their husbands because they tended to communicate more directly, 
which usurped their husbands’ authority (Bermúdez & Stinson, 2011). In addition, 
Davidhizer (2004) found that Asian Americans preferred less confrontation in their 
conflict management style; with outsiders, however, Asians have sometimes used a more 
confrontational style (Leung et al., 2002). Inman (2014) examined the intergenerational 
conflicts of South Asian Americans and the challenges they encountered as they 
transitioned to a new culture.  
The current body of literature shows researchers’ increasing interest in studying 
conflict across cultures; their interest is attributable in part to the strong relationship 
between culture and cognition in conflict situations (Gelfand et al., 2001). Culture is not 
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just limited to nationality, but also includes other contexts. Within the United States, the 
notion of culture seems to relate to ethnicity, race, and immigration rather than to 
religion; however, religion is deeply embedded in U.S. history and culture (Williams, 
2015).  
Conflict in Churches 
History is replete with conflict within religious groups in the United States. In 
fact, church conflicts are some of the most volatile conflicts within organizations 
(Greenwood, 2005). Many consultants have said, “Church conflicts are the worst!” 
(Greenwood, 2005, p. 5). How can a place that should represent a safe haven be 
described in such a grim manner? Unfortunately, church conflicts have often not been 
dealt with productively (Ellison, Zhang, Krause, & Marcum, 2009), which has negatively 
affected churches (Ellison, Krause, Shepherd, & Chaves, 2009).  
Effects of church conflict. Church organizational conflict can cause several 
undesirable outcomes, including diversion from mission and goals, members’ withdrawal 
from activities and friendship networks, diminished positive support, and heightened 
levels of negative interactions (Ellison, Krause, Shepherd, & Chaves, 2009). Because of 
conflict, a lack of trust may emerge among individuals in faith-based arenas.  
Trust is an area of significant concern in the church (Burrell-Jackson, 2009; 
Rundhaug, 2014). In fact, the quality of relationships, the commitment of the individual 
to the organization, and the overall success of this symbiotic relationship depend on trust. 
Trust is a significant factor in several regards, but particularly when leaders implement 
changes (Fritz & Ibrahim, 2010). If members do not trust leaders, reform will be 
challenging, and the church could begin to lose members. 
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Challenges for leaders. In recent years, many church leaders have faced several 
challenges, including decline in church membership (Adams, 2013; Coleman, 2004; 
DeGraaf, 2008; Hunt, 1998; McKinney, 1983; Pimpton, 2009; Stewart, 2008; St. Vil, 
2010). This membership decline has occurred for several reasons, including lack of trust, 
church leaders’ burnout, and inability of members to handle conflict (Pimpton, 2009). 
Unfortunately, church leaders often do not receive training to handle conflict (Hagstrom, 
1957; Rediger, 1997), so people try to deal with these situations as best they can. These 
approaches are often ineffective, which can lead to frustration, burnout, and fewer 
members. Often these effects spill over into family and work relationships. Jones and 
Yutrzenka (2003) found that church leaders faced challenges as they juggled work and 
family responsibilities. These issues may multiply because many church leaders are not 
effectively equipped to deal with conflicts (Rediger, 1997).  
About six decades ago, writers described the role of the ministers as ambiguous 
because the job no longer required lengthy training; in addition, religious organizations 
no longer needed professional clerics (Hagstrom, 1957). Perhaps leaders felt that the 
inadequate training provided did not prepare them to handle conflicts effectively. In 
addition, researchers have studied parishioners’ perspectives on church leaders’ ability to 
address conflict. For example, in one African American Baptist church, parishioners 
described the leaders as weak and lacking authority and communication skills (Lequay, 
2004). Such perceptions could impede the effectiveness of any leader. Further, it is likely 
that this was not the only organization in which members questioned the competency of 
the leader—several churches have reported declining membership (Adams, 2013; 
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Coleman, 2004; Hunt, 1998; McKinney, 1983; Pimpton, 2009; Stewart, 2008; St. Vil, 
2010). 
LeQuay (2004) showed that parishioners’ opposition to their leaders depended on 
leaders’ ages, tenure, and family traditions (Lequay, 2004). Leading effectively is more 
challenging for less experienced leaders, who are generally less assertive in their conflict 
management approaches (Bone, 2011). Less experienced leaders are unlikely to 
implement new ideas because of fear of rejecting tradition (Fritz & Ibrahim, 2010). 
Instead, they have tended to rely on legitimate power rather than referent power because 
they have not yet earned parishioners’ trust during the early stages of leadership (Fritz & 
Ibrahim, 2010).  
Statement of the Problem 
Church leaders have typically faced tremendous amounts of stress, often resulting 
from their role and conflict situations. Although the current literature has indicated types 
of conflicts, the reasons for conflict (Becker et al., 1993), the results of conflict (Kimsey 
et al., 2006), and how to resolve conflict (Beebe, 2007; Cabassa, 2005; Fritz & Ibrahim, 
2010), the conflict experiences of Jamaican church leaders in the United States have yet 
to be addressed. This research study focused on a specific population of church leaders 
who were (a) Jamaican or of Jamaican origin, (b) resided in South Florida, (c) were 
leaders in Rhema Word Ministries International or affiliate ministries, (d) practiced the 
Apostles’ doctrine (see Appendix A), (e) were between 18 and 44 years of age, and 
(f) had experienced conflict. Exploring church leaders’ experiences with managing 
conflict could be critical to improving the direction of the church and the lives of the 
congregants and community members. However, to date, this topic has been 
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understudied. When leaders fail to address conflict in a healthy manner, the energy and 
spiritual vitality of the congregation may diminish (Greenwood, 2005). Without a healthy 
approach toward conflict resolution, the organization may decline or close (Pimpton, 
2009), and those who depend on it for support may have fewer options. 
Rationale for the Study 
Conflict is inevitable (Peters, 1997), but it must be handled in a constructive 
manner so that the organization and those who depend on it will continue to reap the 
organization’s benefits (Powell, 2011). Churches are an important and unique type of 
organization that shapes members’ attitudes, relationships, and core ideologies and 
broadly influences society (Dixon, 2004). Churches also represent key symbols of moral 
behavior, and because morality can be a strong positive presence in a community 
(Vaisey, 2007), churches should remain sustainable. Church leaders play a critical role in 
the viability of the organization because they make key decisions and have strong 
influence among the members such as performing marriages, baptisms, and other life-
altering ceremonies (Halverstadt, 1991). As a result of their unique role, it is important to 
address how leaders construct their identity. In serving in these roles, they are often 
participants in conflict or serve as third-party interveners. Therefore, it is important to 
collect descriptions of their lived experiences to gain a deeper understanding of how 
leaders construct their identity and handle the conflicts they encounter. 
Previous researchers studying leaders in the church organization have used both 
quantitative and qualitative measures. For example, Kim et al. (2015) used quantitative 
analysis to identify the differences between Eastern and Western approaches to handling 
personal conflict. Kim et al. examined the motivations to improve conflict handling and 
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observed how participants felt after receiving criticism. Although the research included 
over 400 participants, Kim et al. did not offer a detailed description of each individual’s 
experience during conflict. Thus, the researchers provided a comprehensive view rather 
than an in-depth study. Because of the quantitative approach, a limited understanding 
emerged of clergy members’ conflict experiences. For this study, the quantitative 
approach would not have afforded a rich description of the experience of the participants.  
In contrast, qualitative researchers have studied multiple ethnicities drawn from 
23 congregations from which members were interviewed to determine comparisons in 
conflict-related issues such as size, polity, type, and orientation (i.e., liberal or 
conservative; Becker,1999). Other researchers have addressed the importance of the 
church in communities (Barnes, 2005; Kennedy, Eckhardt, & Goldsmith, 1984; Schafer, 
2005; Tsang, 2015). Burrell-Jackson (2009) used a qualitative approach to look at the 
perspectives of parishioners but did not show the lived experiences of the group. 
Researchers to date have not studied the perspectives of church leaders (especially from 
the demographics described in this study). In this study, I focused on a specific ethnic 
group from one congregation to view conflict from the leaders’ perspectives. The insights 
of leaders were of particular interest because church leaders are the role models of the 
congregation, they are responsible for the direction of their churches, and they lead 
institutions that affect communities (Wallace, 2004), yet their voices have been absent 
from the literature.  
Although hearing from all partners in church leadership is important, I focused on 
church leaders of Jamaican descent who encountered the same phenomenon. I made this 
choice for three reasons:  
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1. Jamaicans represent the largest English-speaking immigrant population from 
the Caribbean residing in the Northeastern United States (Consedine, 2004) 
and also have a large population in South Florida; thus, I targeted a significant 
portion of the population. 
2. There was no phenomenological account of church leaders of Jamaican 
descent in conflict resolution practices; thus, a unique voice was missing from 
the literature. Studying this population was relevant because religion intersects 
with culture (Cohen & Hill, 2007). I studied this population to give voice to 
their experiences and to learn from their conflict resolution methods.  
3. The way religion and culture affect and transform each other has not been 
well explored (Johnson, Hill, & Cohen, 2011); thus, I selected participants 
with both cultural and religious background and allowed them to speak freely 
for themselves.  
These three reasons justified a rich qualitative approach toward studying Jamaican 
church leaders’ personal experiences in conflict. Therefore, two key theories were used to 
guide the research study: phenomenology and social constructionism.  
Theoretical Framework  
Social constructionism and existential phenomenology served as the two 
theoretical approaches used to illuminate the descriptions of the participants as they 
experienced the phenomenon within the organizational context. These descriptions 
helped reveal the meanings of the participants. Because it would be difficult to generate 
meaning without a context (Soo-Hoo, 2005), it is essential to look at the historical and 
cultural aspects of the participants. Participants’ experiences were not only influenced by 
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external factors and other individuals (social constructionism), but were also shaped by 
their belief systems and how they interpreted these experiences of the phenomenon. In 
the following sections, I provide justification for using social constructionism as a key 
theory, followed by a justification for using phenomenology. 
Rationale for Social Constructionism 
Social constructionist theory was relevant in understanding factors that shape the 
experiences of church leaders. Constructionists have identified an element of social 
interdependency in people’s construction of their lives and fulfillment of the roles they 
play (Weinberg, 2014). In this study, one of the unique roles addressed was leadership 
within an organization from the perspective of Jamaican church leaders whose doctrine 
mirrored the Apostles in the New Testament. Whether culture has an impact on how 
Jamaican church leaders address conflict have yet to be explored; however, culture has a 
significant impact on individuals’ beliefs and the ways they perceive the world 
(Bercovitch & Foulkes, 2012). I explored two types of culture in this study: national 
culture and organizational culture, and I used both to frame the context. Within both 
cultural contexts, the theme of gender has emerged in the literature, not surprisingly, 
because a strong relationship exists between culture and gender (Montiel & Boehnke, 
2000). Gender may have played a role in how participants addressed conflicts. 
Whether the theme of gender emerged depended on the narratives of the 
participants—narrative is one of the primary vehicles for constructionism, based on the 
premise that social construction starts with the self (Hermans, 2002, p. 16). Gergen (as 
cited in Hermans, 2002, p. 13) noted that constructionism encourages creativity and is not 
built on preexisting assumptions, guiding principles, or ontological certainties. Language 
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is more than a vehicle to create narratives—people use language to construct their 
worlds; therefore, in Chapter 2, I develop insights on language and discourse. As the 
participants relayed their experiences based on contextual factors, I gained insight into 
how they experienced these events. However, the stories belonged to the participants, and 
I was careful to preserve that so I could vividly communicate their lived experiences. 
This need for careful communication leads to the second theoretical approach, 
phenomenology. 
Rationale for Existential Phenomenology 
Existential phenomenology allows the participants to relate their experiences 
through their own lenses. Because there is a social (possibly a universal) significance 
with every question that matters (Moustakas, 1994, p. 17), researchers should take 
nothing for granted. The deepest meaning occurs within the individual through senses, 
perceptions, beliefs, and judgments; thus, it is important for the researcher to remain with 
a question until it is answered fully (Moustakas, 1994, p. 18). Existing research to date 
has not accounted for church leaders’ experiences; the findings of this study may help fill 
the gap. Herman (2002) challenged scholars to note whose voices disappeared in the 
treatment of empirical conclusions as working truths. Thus, a phenomenological 
approach can give voice to individuals who researchers might have inadvertently silenced 
or stigmatized (Kvale & Brinkmann, 2009). In short, researchers should give each person 
the right to express his or her own truths (Herman, 2002, p. 13). In this study, existential 
phenomenology was used not only as a theory, but also as a method. 
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Methodological Framework 
To generate data for this study, I interviewed church leaders and affiliates 
attending Rhema Word Ministries International who were willing to participate. Through 
thematic analysis, I analyzed their interview content to determine the presence of 
consistent patterns among their perspectives. By allowing them to share their 
experiences, I hoped to collect their lived experiences concerning their identities and 
conflict resolution approaches.   
Rationale for Phenomenology 
Most research studies present the researcher as the all-knowing voice rather than 
relying on the participants for co-construction of the information (Hermans, 2002, p. 13); 
however, in this study, the research participants guided the inquiry, making 
phenomenology the best approach. The phenomenological method was chosen because it 
consist[ed] of ‘what’ they experienced and ‘how’ they experienced it (Moustakas, 1994), 
which allowed the participants to feel really understood (Van Kaam, 1966). The term 
phenomenon is derived from the Greek word phaenesthai, which means “to flare up, to 
show itself, to appear” (Moustakas, 1994, p. 26); thus, I depict the descriptions from the 
participants as vividly as possible. I selected participants based on the following criteria: 
(a) experience with the phenomenon, as outlined in the upcoming demographics section; 
(b) willingness to participate in a lengthy interview; (c) willingness to allow me to 
audiotape the interview; and (d) willingness to have their data published in a dissertation 
in addition to other publications (Moustakas, 1994, p. 107).   
Demographics. I selected a sample of 22 church leaders of Jamaican descent 
from Rhema Word Ministries International, the church I attend regularly, because I felt it 
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would be easier to develop rapport with the participants. This rapport enabled the 
participants to feel more comfortable as they disclosed information about their personal 
experiences. At the time of this study, all the participants were leaders who practiced the 
Apostles’ doctrine; were Jamaican-born, derived from Jamaican heritage, or raised in 
Jamaican families; resided in South Florida, mostly in Broward County, with the 
remaining few in Palm Beach or Miami-Dade counties; ranged in age from 18 to 44, with 
the majority aged between 25 and 40; and experienced conflict. The church leaders in the 
sample were predominantly women, and the highest office in the organization is held by 
a woman. For this reason, I will pay particular attention to gender as I conduct the study. 
Format. I used a semistructured interview format to give me guidance while 
giving the participants the flexibility to answer the questions fully. The interviews ranged 
from 45 minutes to an hour. After each interview I asked each participant to complete a 
brief survey to capture key demographic data. Data collection began immediately after I 
received permission from the Institutional Review Board (IRB). The settings consisted of 
the research site (the church) or participants’ homes, depending on their convenience. 
They provided verbal and written affirmation that any information provided was 
consensual and voluntary. In addition, I informed the participants that gifts were not 
provided for their participation in the study. 
Guidelines for questions. As I formulated each interview questions, my goal was 
to ensure that: (a) the responses fully revealed the essences and meaning of the human 
experience; (b) the responses uncovered qualitative (not quantitative) behavior; (c) the 
question fully engages the participants; (d) the question did not try to predict or establish 
causal relationships; and (e) the responses produced comprehensive descriptions that 
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allowed vivid rendering of the experiences, rather than using measurements or scores 
(Moustakas, 1994, p. 105). In addition, I intended the questions to be short and simple, 
omitting academic language (Kvale & Brinkmann, 2009). Based on these criteria, I 
generated open-ended questions to help participants’ voices emerge clearly. I asked 
probing questions during the interviews to seek deeper explanations. I suspended 
judgment and interpretation as I collected the data, thus honoring participants’ meanings. 
Throughout the process, it was important to keep the goal of the research in mind so that I 
obtained usable data (Kvale & Brinkmann, 2009).  
Goals and Research Questions 
The central research question of the study was “How do the lived experiences of 
Jamaican church leaders influence their identities and their conflict resolution 
approaches?” I expected the results to reflect church leaders’ conflict styles, showing 
whether they had similar views or contrasting opinions. I intended the findings to shed 
light on whether a unity of the faith exists regarding conflict resolution styles—unity is a 
critical aspect of the Christian religion (Faye, 2014).  
The first goal was to understand how Jamaican church leaders’ lived experiences 
influenced how they perceived themselves. Did they construct their identities primarily 
based on their cultural backgrounds, did they identify more closely with their faith, or 
were there other factors? Pedersen (2000) found ethics and religious beliefs were the 
most important aspects of self-identity; another study showed that culture played a 
critical role in the identity of self (de Munck, 2013). However, to date, insufficient 
research has addressed how culture affects each member’s sense of belonging to a group 
(Stroope, 2011). This knowledge gap led me to Research Question 1: “How do Jamaican 
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church leaders’ lived experiences influence how they construct their identities?” 
Although the effect of culture on a person’s belonging to a group is not easily apparent, 
research has shown that the higher the perception of conflict in the church, the lower the 
sense of belonging the individual has toward the organization (Mammana-Lupo, Todd, & 
Houston, 2014). 
The second goal of this research was to understand how Jamaican church leaders’ 
lived experiences influenced their conflict resolution approaches, and further, whether 
holding a positive or negative view of conflict could affect how they responded to it. 
Researchers have examined whether good support systems can affect church leaders’ 
willingness to leave the ministry when conflict arises (Spencer, Winston, & Bocarnea, 
2012). Church leaders perceived conflict negatively, and conflict resulted in a negative 
outcome (Spencer et al., 2012). Several researchers have pointed to the negative effects 
of conflict among the clergy (Dollhopf & Scheitle, 2013; Faucett, Corwyn, & Poling, 
2013; Kemery, 2006; Whitson, 2014). How leaders perceive conflict may affect their 
views and the approaches they decide to use. This thought led me to Research 
Question 2: “What are the lived experiences of Jamaican church leaders that influence 
their conflict resolution approaches?” 
Even though previous researchers have discussed conflict and conflict resolution 
approaches in churches, they have not included the perspectives of Jamaican church 
leaders who make decisions as they encounter conflict. This is partly because conflict 
resolution is a relatively new discipline—that means quite a bit of work needs to be done 
(Ramsbotham & Woodhouse, 2013). The answers to these research questions will help to 
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advance knowledge of conflict resolution, which will enrich existing theory and inform 
the practices of mediation and facilitation. 
Summary and Overview of the Dissertation 
The study served as a conduit for Jamaican church leaders’ voices to be conveyed 
in the literature, as no previous study has articulated how the lived experiences of this 
particular group has influenced their identities and their conflict resolution approaches. 
The goals of the research were (a) to examine how participants viewed themselves as 
they experienced conflict; and (b) to shed light on their conflict experiences and show 
how they resolved them. 
In Chapter 1, I highlighted the significance and justification for the study, defined 
the problem, and identified the research goals. In the next chapter, I provide the historical 
context of the Jamaican population to help establish the background information for the 
study. In addition, I explore the existing literature on conflict in organizations and church 
leadership to buttress the study, provide justification for it, and identify the gap in 
research concerning how Jamaican church leaders address conflict. Finally, I discuss both 
the social construction and the phenomenological theories used to provide a framework 
for the study. Chapter 3 focuses on how I used phenomenology as a method to gather 
information. After detailing how I collected the data, I present two analyses in Chapter 4 
addressing how Jamaican church leaders construct their identities and how they resolve 
the conflicts they experience. The analyses provide insight into the conclusion and 
recommendations that appear in Chapter 5, the final chapter.  
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Chapter 2: Review of the Literature  
The existing research on Jamaicans’ conflict experiences is sparse, particularly 
regarding the perceptions of church leaders living in the United States. Although a few 
researchers have studied Jamaicans in conflict, fewer have investigated the conflict 
experiences of Jamaican church leaders in America. In the preceding chapter, I 
highlighted the need to study this specific group, not only to add their stories to the 
current body of work, but also to gain insights from their narratives. In order to 
appreciate the intersection of these two groups (Jamaicans and church leaders), it is 
important to understand their characteristics. 
Jamaicans are often described as aggressive, creative, and hardworking (Green, 
1960). The existing research on Jamaicans in conflict has shown that Jamaicans are likely 
to demonstrate low levels of emotional restraint when they encounter stressful situations 
(Baker, 2001; Brice, 1992); therefore, it is common to witness boisterous responses. Even 
though Jamaicans are sometimes aggressive, they can also be pleasant and lighthearted. 
Writers have shared comical sentiments about Jamaicans ability to “trick” and get out of 
impossible situations (Thomas, 2004). However, these characteristics developed from 
learning how to endure economic hardship, extreme neglect, and exploitation (Green, 
1960). The Jamaican people learned how to make something out of the few resources 
they had. Of course, not every Jamaican has suffered economic hardship, but the vast 
majority have had economic difficulties (Riley, 2005). Some of the resources that 
Americans take for granted are considered luxuries in Jamaica, for example, hot water 
and air conditioning. Nevertheless, Jamaicans are one of the most “easy-going” people—
as the famous expression goes, “No problem, mon!”  
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In sharp contrast to the aggressive persona that many Jamaicans have adopted in 
order to survive, people expect members of churches to be peacemakers, and the 
expectations are even higher for church leaders (Sande, 2004). In fact, people may 
interpret a peaceful approach as passivity. In contrast, to lead a ministry successfully, a 
church leader must be both active and proactive, not passive (Pearce, Fritz & Davis, 
2010). There are many benefits to adopting a proactive approach; for example, attendance 
and donations may increase (Pearce, Fritz & Davis, 2010), which may indicate a 
sustainable ministry. Next, I discuss social constructionist theory to foster insight into the 
differences in leaders’ conflict resolution approaches. 
Theoretical Framework 
Social constructionists study how social contexts influence individuals, and 
existential phenomenologists focus on individuals and their experiences. Solomon (1972) 
noted the existentialist approach is based on the idea that each person decides who he or 
she is. Even though this may seem to conflict with a social constructionist perspective—
that people are influenced by their environments—it does not mean the two theoretical 
perspectives conflict. Although individuals decide to be who they are, they are 
simultaneously being influenced by what is around them, including their social 
environments (Cooper, 2014). Thus, two theories that seem to oppose each other can 
exist symbiotically. Gergen (1992) argued that even though realism and constructionism 
seem to oppose each other, they could exist together. For instance, political correctness is 
a constructionist discourse, but realists employ it to defend their beliefs against 
constructionist attacks (Gergen, 1992). “In this sense there are no realists or 
constructionists per se [emphasis original], but cultural participants who adopt these and 
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other discourse on various occasions as conversational exigencies prevail” (Parker, 1998, 
p. 153).  
Social Constructionism Theory 
Although most theories come from a specific school of thought, social 
constructionism comes from a wide array of research agendas, and its origin may have 
developed from the social sciences (Weinberg, 2014). Therefore, researchers should not 
consider social constructionism in narrow, simplistic terms. The theory involves 
historical, social, and cultural contexts, and encompasses how people construct ideas 
within these arenas (Burr, 2006). Further, because people construct ideas using language 
(Burr, 2006), discourse is a strong theme throughout this theoretical framework 
discussion. “A discourse refers to a set of meanings, metaphors, representations, images, 
stories, statements and so on that in some way together produce a particular version of 
events” (Burr, 2006, p. 32). A discussion of discourse was relevant for this study because 
discourse “provides a frame of reference, a way of interpreting the world and giving it 
meaning that allows some ‘objects’ to take shape” (Burr, 2006, p. 38).  
Several notable figures have contributed to this ideology, including Emile 
Durkheim, Max Weber, and Karl Marx, with Marx having the most significant impact 
(Weinberg, 2014). Weber’s writing on Verstehen was an important precedent for other 
sociology writers such as Kant, Dilthey, and Nietzsche, who were significant contributors 
to the social constructionism theory (Weinberg, 2014). All these theorists had 
instrumental roles in the development of the theory, which involves different meanings 
social actors generate from the experiences they have (Weinberg, 2014, p. 5). In The 
Elementary Forms of the Religious Life (1954) and Primitive Classification (1963), 
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Durkheim argued that classification systems reflect how societies are socially organized. 
Durkheim’s work led to the contributions of other notable researchers, including Pierre 
Bourdieu, Mary Douglas, Peter Winch, and Michel Foucault (as cited in Weinberg, 
2014). Weber (1920) made an impact with Verstehen, in which he discussed the 
importance of subjective meaning. Weber’s writings also influenced several writers, 
including Immanuel Kant, Wilhelm Dilthey, Friedrich Nietzsche, Alfred Schutz, Karl 
Mannheim, and Jürgen Habermas (Weinberg, 2014). Karl Marx profoundly affected the 
development social constructionism with his focus on the philosophy of language (Grigg, 
2007). 
Studying the works of these notable figures was relevant for this study because all 
people are social constructionists to a degree (Weinberg, 2014). Burr (2006) pointed out 
four key features of the social constructionist approach: 
1. A critical approach toward knowledge is taken for granted: Social 
constructionists do not assume anything and oppose the objectivity of 
knowledge; therefore, social constructionists are critical of positivist 
perspectives. 
2. The approach is specific to historical and cultural context: People usually 
understand the world through historical and cultural context, so the categories 
they form (e.g., urban versus rural, pop music versus classical) are based on 
where they live in the world. Because the way people see the world is based 
on their historical and cultural contexts, their understanding of the world may 
be very different from the understanding of other cultural groups. 
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3. Social processes sustain knowledge: People construct the knowledge between 
them. 
4. Knowledge affects social action: Based on agreed-upon knowledge regarding 
a certain behavior, a recommendation results. For example, people once 
agreed that drunks were responsible for their behavior, so an appropriate 
course of action was imprisonment; now, people agree that alcoholism is an 
addiction; thus, a better course of action is medical and psychological 
treatment. 
These four key features show the importance of history, culture, and other social 
processes, for example, race and gender. These elements play a significant role in the 
way people think about the world and construct their own identities. Therefore, I address 
the key components of history, culture, race, and gender briefly next to show relevance in 
application. Details appear later in this chapter.  
History. People’s experiences are often shaped by what they have encountered in 
the past, therefore the historical context is an important factor in shaping identities. These 
experiences are revisited in people’s thoughts. Brekhus (2015) noted that thoughts do not 
exist by themselves, but emerge through social phenomena, which are framed within the 
cultures, subcultures, social networks, communities, and organizations to which people 
belong. History is not just limited to what happens in people’s lifetimes, but also spans 
across what happened in preceding generations. After all, parents, grandparents, and all 
who came before have passed on their teaching, wisdom, and understanding of how 
people should function in the world, which may impact the way individuals process 
conflict.   
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Culture. Culture is an ongoing, proactive process of constructing reality and 
“must be understood as an active, living phenomenon through which people jointly create 
and re-create the worlds in which they live” (Morgan, 2006, p. 137). When most people 
think about culture, they think of it from a national standpoint, but I addressed another 
culture, organizational culture, in this study. Morgan (2006) noted that organizations are 
socially constructed realities; therefore, I included both national and organizational 
cultures in this study—both influence how people think (Brekhus, 2015). Because all the 
participants shared two cultural backgrounds, I was interested to see which of the two had 
a greater influence on how they perceived their experiences as leaders engaged in 
conflict. Perhaps a more influential factor may emerge. Although many of the church 
leaders were of Jamaican descent, Rhema Word Ministries International comprises 
members and leaders from other cultural backgrounds; therefore, the culture of the 
organization was affected not only by its mission and vision statements but also by the 
variety of national cultures within its boundaries.  
“Culture is not something that can be imposed on a social setting. Rather it 
develops during the course of social interaction” (Morgan, 2006, p. 132). As individuals 
form and develop relationships, they both influence and are influenced by their 
environments (Edwards et al., 2006). The organizational culture has a tremendous impact 
on the interactions people form and how they carry out daily activities (Radovic-
Markovic, 2012). To deviate from the expected norm in any organization could result in 
feeling ostracized or isolated. Morgan (2006) claimed people who adhere to the social 
norms of a particular culture are successful in operating in that social reality. Morgan 
(2006) offered three questions important to understanding organizational analysis: 
22 
 
(a) What shared frames of reference make organization possible? (b) Where do they 
come from? and (c) How are they created, communicated, and sustained? Although the 
purpose of this research was not to analyze the organization, information about its culture 
could provide a framework for understanding the perspectives of the church leaders at 
Rhema Word Ministries International. 
Race. Although race is a powerful cultural concept (Pincus, 1996), here I consider 
race as a social construct in order to narrow the definition of culture for this research 
study. Its concept as a social construct has changed over time (Ritzer, 2013); however, 
race as a cultural concept continues to be perpetuated through social constructs even 
though it does not have any biological significance (Pincus, 1996). People in the United 
States are particularly keen on ascribing individuals to a race, even when they apply 
racial definitions inconsistently (Pincus, 1996). For example, some may define an 
individual as Black if anyone in that person’s lineage was Black, regardless of racial 
proportions; in fact, some Blacks may be mistaken as Whites because of light skin tone 
(Pincus, 1996). On the other hand, Native Americans must possess at least one quarter 
Indian blood to be classified as an Indian and receive tribal benefits (Pincus, 1996); thus, 
even “a drop” of Indian is not enough to qualify. As individuals, people determine what 
differentiates one race from another, and rules are inconsistent. Race relations in the 
United States are less about economic oppression and more about class subordination, but 
racial difficulties are still evident (Glaser, 2014; Wilson, 1978). The danger in these 
definitions is that people receive treatment based on their racial classifications. Attitudes 
and treatment can influence how members of a racial group think and process a certain 
phenomenon. Most Jamaicans are ascribed to the “Black” race even though there are 
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Gimportant cultural differences (discussed later in Chapter 2). In addition to race, society 
shapes the phenomenon of gender. 
Gender. Ritzer (2013) claimed gender is a social construct created by people, not 
a process of nature. Although people create gender roles, these roles are difficult to 
deconstruct. West and Zimmerman (1991) suggested it is almost impossible to avoid 
gender roles because of social consequences, including the allocation of power and 
resources. In fact, in organizations around the world, only men—and women who act like 
men—are ascribed the most powerful positions (Acker, as cited in Lorber & Farrell, 
1991). West and Zimmerman wrote, “Gender is a powerful ideological device, which 
produces, reproduces, and legitimates the choices and limits that are predicated on sex 
category” (p. 147). Although many organizations (including church organizations) all 
over the world limit women based solely on gender, this limitation has not been the case 
at Rhema Word Ministries International. Both men and women at the church receive 
equal opportunities to assume powerful roles. In fact, the organization is headed by a 
woman, and women comprise more than 60% of the leadership body. Now that I have 
defined the parameter of social constructivism, I take a closer look at how discourse 
shapes the construction of people’s worlds. 
Social constructionism and language. What people know of themselves, they 
know through language. Language is a collection of symbols that shape the way people 
view the world (Burke, 1966). “The person cannot pre-date language because it is 
language which brings the person into being in the first place” (Burr, 2006, p. 23). In 
addition, Burke (1966) wrote, 
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We must use terministic screens, since we can’t say anything without the use of 
terms; whatever terms we use, they necessarily constitute a corresponding kind of 
screen; and any such screen necessarily directs the attention to one field rather 
than another. (p. 50) 
Thus, the way people view the phenomena they experience depends on the 
language they use. Who people are (including their thoughts, feelings, and experiences) is 
all a result of language (Burr, 2006). Identity occurs through culturally accessible 
discourses and through communication with others (Burr, 2006). Lock and Strong (2010) 
stated, “If people fashion who they are within their varying socio-cultural traditions, then 
they are instrumental in creating the discourses they use to define themselves” (p. 7). This 
thought prompted Research Question 1: “How do Jamaican church leaders’ lived 
experiences influence how they construct their identities?”  
Gergen and Gergen (2013) recognized that people should share their constructed 
narratives, not keep them private. The process of self-disclosure opens people up to 
others, who are in turn affected. This outcome is expected because the self is a product of 
socialization and collective social life and is affected by the external environment 
(Weinberg, 2014, p. 104). In this process, people are co-actors in the construction of their 
stories (Burr, 2006). Therefore, what they think of themselves is formed in part by the 
stories they relate to each other. Lock and Strong (2010) claimed that personal 
subjectivity is at the core of experiences. Even personality exists because of how people 
act when they interact with others (Burr, 2006). For example, if a person were friendly, 
shy, or aggressive, this would only become apparent when he or she was with others. If 
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the person lived alone, encountering no one, knowing whether any of these characteristics 
applied to the person would be impossible (Burr, 2006).  
Language not only affects people’s identities, it also shapes their experiences. 
Lock and Strong (2010) found experience cannot express itself; it must be captured by 
others and the language they share.  
Language [emphasis original] and knowledge do not copy reality. Rather, 
language constitutes reality, each language constructing specific aspects of reality 
in its own way. The focus is on the linguistic and social construction of reality, on 
interpretation and negotiation of the meaning of the lived world. (Kvale, 1992, 
p. 35) 
The discourses people use construct their ideas, “so discourses offer a framework to 
people against which they may understand their own experience and behavior and that of 
others, and can be seen tied to social structures and practices in a way which masks the 
power relations operating in society” (Burr, 2006, p. 48). In this study, although social 
constructionism provided a useful lens for understanding the dynamics and societal 
influences, the existential phenomenological approach provided an inside perspective 
from the vantage point of the participants. 
Phenomenology 
Phenomenology refers to a description of common experiences (phenomena) 
shared by a group of people; the description allows readers to imagine the lived 
experiences of the participants, to see things the way they occurred (Moustakas, 1994). 
Phenomenology can be defined as “the study of consciousness as experienced from the 
first-person point of view. Focusing the philosophical theory of mind on intentionality, or 
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mental representation, it lays a foundation for empirical studies of mind in cognitive 
science” (Smith, 2005, p. 22). In phenomenology, “every intending has its intended 
object” (Sokolowski, 2000, p. 8). Intentionality from a phenomenological perspective 
refers to the theory of knowledge; thus, in phenomenology, “intending means the 
conscious relationship we have to an object” (Sokolowski, 2000, p. 8). The Greek 
expression phainomenon, from which the term “phenomenon” derives, comes from the 
verb phainesthai, meaning “to show itself” (Heidegger, as cited in Sokolowski, 2000, 
p. 8). Thus, phainomenon means “what shows itself, the self-showing, the manifest” 
(Heidegger, as cited in Brogan, 2005, p. 28). All the participants in the study shared the 
common experiences of (a) having a Jamaican heritage; (b) residing in the United States; 
(c) serving as a leader at Rhema Word Ministries International or affiliated ministries; 
and (d) experiencing conflict.  
Over several centuries, multiple scholars have influenced phenomenology. The 
term phenomenology first appeared in philosophical texts in the 18th century from writers 
such as Lambert, Herder, Kant, Fichte, and Hegel (Moran, 2000). Bretano was the first to 
employ the term in 1889 (Moran, 2000); however, its origin has been credited to Husserl, 
who developed it as a discipline in 1905 (Kvale & Brinkmann, 2009). Husserl’s first 
association with phenomenology came from one of his major works, Logical 
Investigations (1900–1901), as he explored an interest in the relationship between being 
and thinking in order to understand how consciousness leads to objective knowledge 
(Moran, 2000). “Objective” truths must be grounded in human awareness—there is no 
subject–object dichotomy; rather, there is a relation between the two that generates 
meaning (Lock & Strong, 2010). For Husserl, the content of consciousness was the 
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phenomena (Lock & Strong, 2010), because the mind and the world were in relationship 
to produce the phenomena.  
Husserl (1901) provided a solid foundation for this discipline. It now contains 
seven different schools of thought: descriptive, naturalistic constitutive, existential, 
generative historicist, genetic, hermeneutic (interpretive), and realistic phenomenology 
(Embree, 1997). I describe each of these briefly below: 
1. Descriptive phenomenology focuses on the description of a lived world 
(Tatano Beck, 2011). 
2. Naturalistic constitutive phenomenology focuses on how consciousness, 
which is a natural part of nature, constitutes things in the world of nature 
(Smith, 2013). 
3. Existential phenomenology focuses on human existence in specific situations 
(Smith, 2013).  
4. Generative historicist phenomenology focuses on how meaning, which is 
founded in people’s experiences, is generated in historical processes of 
collective experience over a period of time (Smith, 2013). 
5. Genetic phenomenology focuses on the genesis of the meaning of things 
within a person’s own experience (Smith, 2013). 
6. Hermeneutic phenomenology focuses on the art of interpretation (Brewer & 
Brewer, 2003). It is critical to interpret the text to understand and engage 
things in the environment. 
7. Realistic phenomenology refers to “studies the structure of consciousness and 
intentionality, assuming it occurs in a real world that is largely external to 
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consciousness and not somehow brought into being by consciousness” (Smith, 
2013, p. 7). 
As the founder of the discipline, Husserl (1901) influenced all these schools of 
phenomenology. Husserl asked the key question, “What is knowledge?” In contrast, an 
existential phenomenologist may ask, “What is it to be a person?” (Solomon, 1989, 
p. 177). For this study, I used the existential approach. I highlight the reasons for this 
choice in the next section. Although existential phenomenology is a different branch, it 
should not be thought of as completely separate from Husserl’s approach; rather, it is a 
redirection from his original philosophy (Solomon, 1972). Husserl will always be the 
founder of the existential phenomenological perspective, but now its focus is on “what 
people are and do rather than what they can and do know” (Solomon, 1972, p. 29).  
Existential phenomenology. Contrary to what some scholars believe, existential 
phenomenology not only concerns the individual, but also the universal and the 
conceptual—each individual must be able “to act, to plan, to use language, to evaluate, 
and perhaps most important of all, to ask who he is and what he ought to do” (Solomon, 
1972, p. 177). The existentialist says that people make the decision to be who they are 
(Solomon, 1972), so people have a key role to play in creating their identities.  
Several philosophers have influenced existential phenomenology, including 
Sartre, Merleau-Ponty, and Heidegger (Smith, 2013). Sartre is credited as a major figure 
following Husserl (Lee & Mandelbaum, 1967). Another existential figure, Merleau-Ponty 
is known for his philosophy of the bodily experience in perception (Smith, 2005). 
Merleau-Ponty believed that in order to have perception of something, it must be 
embedded in a phenomenon (Smith, 2013). There must be a distinction between what is 
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being perceived as “something,” and the context, “the field” (Smith, p. 9). Therefore, if 
an area is homogeneous, there is nothing to perceive (Merleau-Ponty, 1945/2012). 
Another significant contributor to this school of thought was Heidegger, who like other 
existential phenomenologists adapted some fundamental changes to Husserl’s original 
ideology (Smith, 2013). Heidegger looked at phenomenology from a subjective point of 
view, whereas Husserl used a positivist approach (Smith, 2013). In addition, Heidegger 
rejected the idea that researchers could “bracket” their experiences because he believed 
people are a part of the experience (Smith, 2013), whereas Husserl (1901) thought 
researchers could objectively separate from the experience.  
Bracketing, in phenomenology (also referred to as epoché), means to distance 
oneself from a situation and view it from a purely objective standpoint (Sokolowski, 
2000). Although I rejected bracketing from Husserl’s perspective, I believe researchers 
must allow full descriptions from the participants’ perspectives without including any 
personal preexisting assumptions while remaining neutral and avoiding imposing 
preexisting beliefs. Sokolowski (2000) wrote, “The epoche in phenomenology is simply 
the neutralizing of natural intentions that must occur when we contemplate those 
intentions” (p. 49). Although scholars have agreed that it is necessary to look at a 
situation with a fresh pair of eyes, it impossible to bracket ones’ experiences completely 
(Giorgi, 2009). Researchers can hardly be completely objective: Even the simplest 
“factual perceptions” are not absolute, but are considered through relational terms 
(Merleau-Ponty, 1945/2012, p. 4). These differences in perspective in phenomenology 
are not new, but several phenomenological terms or concepts can have different 
interpretations. 
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Although terms in phenomenology may have different meanings, the meanings 
are consistent among the philosophers who have used them. For example, both Husserl 
and Kant used terms like synthesis, transcendent, transcendental, intuition, and idealism, 
but these terms meant different things for each philosopher (Zaner & Ihde, 1973). Even 
within the same school of phenomenology, differences in meaning have appeared for a 
concept or word. For example, within the existentialist perspective, different ideas of 
freedom have emerged. From Sartre’s perspective, freedom is the annihilation of the past, 
separating the self from itself and existence from having been (Solomon, 1972). Gabriel 
Marcel had a different perspective of freedom: Instead of tearing oneself away from 
oneself, freedom means being opened to a liberating presence (Solomon, 1972). Because 
Marcel was a Christian (Solomon, 1972), it is possible that the presence he was referring 
to was God. The difference between Sartre and Marcel’s perspectives of “being” lies in 
perception: One signifies an act (which could translate as life if he was referring to being 
open to God) while the other refers to “a dead thing” (Solomon, 1972, p. 40). 
Existentialists have differentiated themselves in many ways from the Husserlian 
approach. First, early existential phenomenologists were concerned with examining how 
people define and use their consciousness of the world, whereas Husserl looked at what 
people know about objects in the world (Solomon, 1972). Second, besides their position 
on human action, the existentialist differed from Husserl in interpretation of the epoché 
(Solomon, 1972). Husserl believed people could suspend their beliefs, but the existential 
phenomenologist believed it was impossible to suspend belief in the world completely; 
therefore, researchers cannot bracket their experiences because they are a part of the 
world (Solomon, 1972). As a result of the rejection of epoché, existential phenomenology 
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has been equated with ontology (Solomon, 1972), which deals with the nature of being 
(Sokolowski, 2000). Third, Husserl (1901) believed things come into existence based on 
reflection, while Heidegger (1927) believed that things could exist before people are 
aware that they exist (ontic versus ontological structures). Another factor, Sartre argued, 
was that people do not always reflect on their experiences, whereas Descartes and 
Husserl argued as if “the self” was an internal object that inhabited consciousness; as 
Heidegger wrote, “the self is not primitive” (not necessary to consciousness; Solomon, 
1972, p. 35). Another point of disagreement was that although Husserl believed that 
consciousness depended wholly on what was given to it, the opposing claim was that 
consciousness created its world (Solomon, 1972).  
It is difficult to determine how much of what people see exists independently of 
people themselves and how much they create through their viewpoint, language, 
prejudice, and presuppositions (Solomon, 1972). Merleau-Ponty (1945/2012) argued that 
people often assume what they know about things; thus, their perceptions of something 
are generated out of previous perceptions, so that they “build perception out of the 
perceived” (p. 5). Therefore, it matters how people process information, and this process 
affects how people think about things. As with social constructionism, language helps to 
shape how people think about the world.  
Phenomenology, Perception and Language. Rather than seeing language and 
thought as two separate entities, researchers have claimed language produces thought, 
and the two concepts are inseparable (Burr, 2006). Ulrich (2006) noted, 
If thought and its activity are real elements of the world rather than simple means 
to represent the world, then language gains a special importance in terms not only 
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of understanding the world, but much more essentially in terms of any actual 
mode of inhabiting the world. (p. 81)  
Heidegger (1927) seemed to deconstruct the very system of communication—language. 
Heidegger believed that language is a means to disclose, not to re-present what a person 
wants to say; therefore, it should not be used as a primary mode of communication 
(Clark, 2002). He was aware that people cannot avoid language, but he suggested taking 
a step back from it to generate a clearer concept (Clark, 2002). In addition, Heidegger 
recommended being mindful that what people say might not necessarily be what they 
meant to say (Clark, 2002). From this perspective, in order to understand the factors that 
may influence how Jamaicans church leaders construct their identities and resolve 
conflict, I now briefly discuss the historical and cultural contexts. 
Historical Context: Identities and Conflicts 
A literature review showed few researchers have investigated the approaches 
Jamaicans take toward resolving disputes, particularly in church. Most of the researchers 
have studied disputes regarding crime (Lemard, 2006; Prest, Harrington, Carment, & 
Dade, 2009; Walcott & Hickling, 2013), social unrest (Daye, 2010), and politics (Charles, 
2004; Irish-Bramble, 2010), but few articles have shown the attitudes Jamaicans have 
related to conflict resolution. Walcott and Hickling (2013) found that one third of a 
sample of Jamaicans had issues with authority and power management. In addition to the 
defiance of authority by some Jamaicans, researchers have studied issues involving 
familial life, such as a struggle for power between men and women (Lafont, 2000) and 
aggressive punishment of children (Green 1960; Guerra, Hammons & Clutter, 2011). 
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These issues may have stemmed from conditions to which slaves were forced to 
adapt, including separation from family (Dunkley, 2011), forced sexual conduct by slave 
men to impregnate as many women as possible (Green, 1960), and rebelling against 
plantation owners (Dunkley, 2011). Walcott and Hickling (2013) validated speculation 
that resistance to authority occurred because of the oppressive nature of slavery.  
Slavery in Jamaica. A study of Jamaican slavery from 1800 to 1838 focused on 
physical and verbal violence inflicted against the slaves by their masters (Fleischman et 
al., 2011). Slaves were often beaten, maimed, or even lynched, especially if people 
accused them of sexual violence against Whites (Rugemer, 2008). These attacks were not 
necessarily carried out by plantation owners—they were absent in most cases because of 
the climatic conditions and the threat of tropical diseases (Fleischman et al., 2011). This 
meant that in countries like Jamaica, local attorneys would manage up to 30 plantations at 
a time (Fleischman et al., 2011). Because not many Whites resided in the West Indies, 
some of the slaves were taught skills from an early age, a “benefit” that was hardly 
advantageous because slaves in the West Indies endured more treatment that was cruel 
(e.g., harder labor, less nutritious food) than did slaves on the North American continent 
(Fleischman et al., 2011). Jamaican slaves endured both physical violence and verbal 
abuse. Abusive language was a critical tool used by slave owners to dominate their slaves 
(Paton, 2006).  
Slave owners directed much of this violence toward women, reducing them to 
their genitalia or to the status of animals (Paton, 2006). Oppression against women was 
not limited to sexual violence or forced labor, but was perpetuated in every level of their 
existence (Paton, 2006). Black women did not receive any privileges or status of any 
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kind. People regarded Black women as inferior and blamed them for many social 
problems, including prostitution and the spread of venereal diseases (Bean, 2011). Black 
women were even required to perform tasks that were traditionally masculine (e.g., 
working in the fields), but this had a double impact: On one hand, woman started to 
develop a sense of autonomy (Biholar, 2013); however, on the other hand, men’s work 
was physically demanding labor. Thus, being enslaved and being a woman counted 
double against them, yet they had to remain strong to provide for their families.  
Europeans enjoyed rights such as marriage and baptism. These rights legitimized 
their sexuality and reproduction; however, the enslaved Africans were denied these 
privileges (Beasley, 2009). Even though laws prohibited them from marrying, slaves still 
desired to marry because marriage was associated with having family life (Dunkley, 
2011). The slaves tried to marry at every opportunity presented—because free residents 
could marry, marriage made slaves feel closer to freedom (Dunkley, 2011). The 
sentiments of marriage paralleled emancipation: Both required determination, conviction, 
and courage (Dunkley, 2011). However, Biholar (2013) argued that even though slaves 
aspired to marry, they rejected the European form of marriage. That is, even though 
slaves had positive regard for marriage, many slaves concluded marriage involving slaves 
was not lawful because legislators had not properly addressed the issue of slaves in 
matrimony (Dunkley, 2011). In fact, if slaves married before 1824, they were committing 
an illegal act (Dunkley, 2011). Further, slavery affected families even within the 
institution of marriage as the men were moved about to produce the greatest economic 
benefit, but the women and children remained together (Green, 1960). This activity 
helped to encourage a matrilineal society (Green, 1960). 
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Slavery also produced a “victim mentality”—whatever happened was out of the 
slaves’ control; fate created their situation (Green, 1960). Even issues such as skin tone, 
the shape of a person’s nose, and the quality of a person’s hair determined his or her 
status (Green, 1960). Prejudice was rampant; those with darker skin tones, broader noses, 
and coarser hair felt inferior to the lighter-skinned individuals (Green, 1960). Even in 
modern Jamaica, individuals have gone to great lengths to obtain a lighter complexion for 
the status it signified. Society may have assigned status based on physical appearance but 
also according to whether a person has held a rank in the church.  
Church’s role in Jamaica. The first form of Christianity in Jamaica was Roman 
Catholicism (Austin-Broos, 1997). Citizens adopted the Anglican denomination in the 
second half of the 18th century (Dunkley, 2011). Even though the Anglicans allowed 
baptism of slaves, the Anglican Church was the White man’s church, socially legitimized 
through exclusively White leadership and membership (Dunkley, 2011). Not only did 
Jamaicans designate the Anglican Church for the Whites, they also punished slaves for 
praying and restricted slaves in missionary preaching (Stewart, 1992). Given the great 
inequity between the two races, some Jamaicans were upset when Jamaica chose its first 
Black Anglican priest (Green, 1960).  
Robert Gordon became the first Black Anglican priest in the late 1800s, an event 
that prompted questions about allocation of power (Green, 1960). The decision to choose 
a Black Anglican priest was unpopular because society regarded those in the clergy as 
upper class, distinguished by wealth, power, and language (Green, 1960). In 1868, 
Gordon wrote a letter expressing his frustration with the turmoil caused by his ordination 
(Stewart, 1992, p. 96). This situation showed the difficulty of allocating influence in the 
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Church—conflict permeated the struggle for power among and between church leaders, 
lay members, and the bishop regarding church property and furnishings (Beasley, 2009). 
The church played a role in stratifying society, but ironically, also helped provoke revolts 
and rebellions (Beasley, 2009). 
The church’s role in revolution. The Jamaican slaves resisted the institution of 
slavery, even long before the abolitionists came on the scene (Dunkley, 2011). In the 17th 
century, rebellion occurred seven times, and twice in the 18th century (Beasley, 2009). 
The Anglican Church played an important role in sparking a revolution (Dunkley, 2011); 
however, church missionaries believed people were rebellious because of harassment by 
plantation owners (Stewart, 1992, p. 70). Even though the church missionaries denied 
their role in sparking the rebellion, they in fact supported and prioritized an education 
system for the slaves (Dunkley, 2011), which inspired the revolution. The education 
system was in place to make slaves uniformly obedient, but instead it had the opposite 
effect, motivating them to revolt (Dunkley, 2011). The Great Tacky rebellion occurred in 
1760, and massive rebellions continued to erupt in the 19th century (Beasley, 2009).  
The Baptist Church was also instrumental in promoting a mindset of freedom. 
Whereas the Anglicans deleted certain scriptures, such as “if the son hath made you free, 
then you are indeed free,” the Baptist ministers were less likely to delete those passages 
(Stewart, 1992). It apparently did not matter much what the White ministers preached; 
what mattered was what the slaves heard as they sought freedom through protest and 
resistance (Stewart, 1992). One of the largest rebellions, known alternatively as the 
Christmas Rebellion, the Baptist War, or the Black Family War, occurred from 1831 to 
1832, led by Sam Sharpe, a Baptist minister (Beasley, 2009; Stewart, 1992). The Whites 
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believed the missionaries promoted the rebellion, but again, the missionaries denied this 
charge (Stewart, 1992). Because of the rebellion, the Whites attacked the slaves and 
destroyed chapels all over the west and south of the island (Beasley, 2009). In spite of the 
counterattacks by the Whites, Jamaicans led more rebellions than did slaves in Barbados 
and Carolina (Beasley, 2009). In 1865, Paul Bogle, another Baptist preacher, led a 
rebellion of several hundred armed men and women in St. Thomas (located on the eastern 
part of the island) in opposition to government leaders who ignored their unbearable 
living conditions (Thomas, 2004). Paul Bogle was later hanged, and George William 
Gordon, a wealthy businessman and politician was murdered for connections with the 
rebellion, even though no evidence was found against him (Thomas, 2004). Both Bogle 
and Gordon are among the seven national heroes of Jamaica (Jis.gov, 2017). 
Other religious groups’ influence on the revolution. Other religious groups in 
Jamaica aided in the revolutionary process. For example, as early as the 1770s, Myal and 
Obeah were a part of Jamaica’s religious culture. Myalism was a mix of evangelical 
Christianity and African religious experience, representing Black identity and resistance 
(Stewart, 1992). The Jamaicans perceived the Europeans as politically, economically, and 
culturally oppressive, and the Afro-Creole Myalists saw these qualities as a form of 
sorcery that had to be opposed (Stewart, 1992).  
The greatest manifestation of Myalism occurred in 1861 at the Great Revival 
(Stewart, 1992). It started in the latter part of 1860 among a Moravian congregation in the 
southwest and then spread to the Baptists and Methodists on the westward part of the 
island (Stewart, 1992). At first, the White ministers were excited, but that quickly 
changed when the physical manifestation of spiritual activity prompted concern (Stewart, 
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1992). One of the revivalists described the two spirits at work, one working for good 
against the other, a violent spirit (though the revivalist did not expressly call it evil; 
Stewart, 1992). The Myal influence of the Great Revival was not island-wide but it 
strengthened native religions throughout Jamaica (Stewart, 1992). Between 1678 and 
1831, 27 partial or general insurrections occurred (Stewart, 1992).  
After the revolution. As early as the 1840s, Afro-Creole Myalism caused 
religious involvement to soar but some continued to participate in European churches 
because of the benefits church attendance provided—for example, access to land, 
housing, education, and political influence (Stewart, 1992). As Jamaicans faced economic 
hardship, Christianity was a viable solution (Gordon, 1998). Those who were moderately 
successful followed European Protestant standards while those who struggled followed 
Afro-Jamaican worship; thus, two forms of Christianity emerged—European 
Protestantism and Afro-Jamaican (Gordon, 1998).  
From 1855 to 1880, church attendance in Jamaica was about 40% (Stewart, 
1992). Churches needed leaders to manage the organizations. Leaders sometime held 
several responsibilities; for example, the duties of the Baptist ministers were not only 
spiritual, but also included resolving disputes, advising in family disagreements, acting as 
physicians in medical affairs, and serving as government agents in the management of 
day schools (Stewart, 1992). It was not always easy to fulfill all these tasks, especially 
when the congregation comprised numerous individuals. Communication was especially 
difficult in some cases among these larger groups (Stewart, 1992). At times, members did 
not agree, and conflict would ensue (Stewart, 1992). In addition, external conflict existed 
between the White missionaries and Black Jamaicans, and this was especially evident 
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among the Maroons, an independent group of Afro-Jamaicans, who resided in 
mountainous areas in Moore Town, Scotts Hall, Charles Town, and Accompong 
(Stewart, 1992). Church leaders had financial difficulty maintaining missions—thus, 
conversions declined (Gordon, 1998). Finances affected not only the churches, but also 
families.  
As early as the 1900s, leaders emphasized the importance of family; in fact, the 
difficult economic climate of the country was attributed to poor family structures across 
the island (Thomas, 2004). In 1944, Lady Huggins initiated a Mass Marriage Movement 
but the movement failed because of a false assumption that everyone had the same values 
regarding marriage (Thomas, 2004). Perhaps people rejected marriage after the revolution 
because legislators withheld marriage from them for so long, or perhaps they learned 
marriage was unlawful so they eventually lost interest in marriage. Researchers have 
found, whatever the reason, the result has been the development of unique family 
structures. Currently in Jamaica, many households have absent fathers, dominant 
grandmothers, or children living with relatives because of parental migration or 
remarriage (Seegobin, 2003).  
Even though not everyone has embraced marriage, people did what they could to 
survive. To help their families, many Jamaican men migrated to Panama and Cuba in 
pursuit of better economic opportunities (Mordecai & Mordecai, 2000). Jamaican 
women, who had previously replaced migrating men in agriculture (Austin Broos, 1997), 
resorted to domestic labor after the fragmentation of rural holding in the late 1880s and 
early 1900s (Austin Broos, 1997; Thomas, 2004). Some of the women migrated from 
rural communities in pursuit of wages but faced race and class discrimination in the 
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process (Austin Broos, 1997). Nevertheless, they contributed to their households as best 
they could because in many cases, the men could not provide enough resources (Pruitt & 
Lafont, 1995). Thus, even though men were supposedly dominant, the gender roles in 
Jamaica were equal (Green, 1960).  
Identities in Modern Day Jamaica 
Even in today’s society, antagonism between the two sexes remains, especially 
among those at the bottom of the economic ladder (LaFont, 2000). People expect women 
in Jamaica to demonstrate fear and passive behavior in public spaces (Brown-Glaude, 
2006), particularly among those in the lower class wherein Jamaican women are treated 
as inferior to men (Biholar, 2013). This expectation is particularly true if a man inflicts 
violence upon a woman. Besides the inferior status ascribed to the woman based on her 
sex, some women are also victims of gender-based violence (Biholar, 2013). Some men 
gain their sense of domination by abusing women as they “run tings” (Biholar, 2013, 
p. 86). Unfortunately, some women associate beatings with love and affection (Biholar, 
2013). Biholar (2013) wrote,  
Beating a woman is considered the norm; it’s no big deal to do it. Some women 
feel a sense of status when a man shows them so much attention, like he is 
connected [to her], so if he beats me he is not going to leave because it is like he 
own me or perhaps he loves me. (p. 141) 
Unfortunately, a common sentiment in some areas is that “women haffi know dem place” 
(Biholar, 2013, p. 91), which solidifies the gender role expectation. Some men resort to 
violence to secure this patriarchal position (Leo-Rhynie, 1993). Research is needed to 
determine why women at the bottom of the economic ladder often experience violent 
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encounters. One’s gender may influence the power that person has depending on the 
cultural context (Cowdery et al., 2009), and as Biholar (2013) points out women in 
Jamaica are expected to make a subordinate position.  Whether gender expectation of 
subordination influence how these Jamaican church leaders resolve conflict has yet to be 
determined. 
To avoid encountering the male domination prevalent in lower income-level 
communities, some women assert themselves, whether publicly or within the privacy of 
their homes. In the public sphere, many successful women have emerged in different 
arenas such as politics, sports, education, entertainment, and style (Simpson, 2000). In the 
private sphere, many Jamaican women refuse to get married to prevent male domination. 
Typically, women with higher incomes tend to dominate their conjugal relationships 
(Henriques, 1949). Thus, marriage is not common in Jamaica, and if it happens, it usually 
occurs much further along in the relationship, typically after having children (Roberts, 
2013).  
In the Jamaican household, people consider children rebellious and in need of 
correction (Green, 1960). Caribbean parents of African descent use particularly harsh 
punishment for children’s behavioral infractions (Gopaul-McNicol 1999; Payne 1989). 
Green (1960) wrote that punishment of children results in frustration, which leads to 
aggression. In addition, Wallen (2001) revealed that as conflict between parent and child 
increases in the Jamaican household, the lower the self-esteem of the child. Despite this, 
Morgan and Walker (2008) found that Jamaicans held a high level of self-esteem 
regardless of socioeconomic status. Additional research is needed to determine why 
Jamaicans are able to hold a higher self-esteem in spite of adversities.  
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Jamaicans children are not the only ones susceptible to harsh punishment. 
Research studies have indicated that African American children (Deater-Deckard et al., 
1996) and African Caribbean children (Brent & Callwood, 1993; Gopaul-McNicol, 1999; 
Payne, 1989) receive higher amounts of corporal punishment, compared to their 
European Americans counterparts. For these ethnic groups, “early childhood . . . in 
particular is often a time of very strict behavior control, with punitive responses by the 
parent or caretaker to even the slightest infraction” (Brent & Callwood, 1993, p. 296). 
Researchers have ascribed the high use of restrictive discipline among African American 
and African Caribbean parents to the legacy of slavery and to concerns about the 
potentially extreme consequences of children’s misbehavior, as well as to religious 
beliefs and fear of punishment in the afterlife (Brent & Callwood, 1993; Gopaul-
McNicol, 1999; Payne, 1989). Some parents use aggressive measures because they want 
their children to be good citizens and have good morals. In order to give their children the 
best opportunities, Jamaican parents often migrate to the United States. 
Acculturation: Immigration to the United States 
Migration from Jamaica to the United States has not been as challenging as 
migrating from other countries because it is relativity close to the U.S. mainland. 
Migration began as early as the 19th century, and since then, Jamaican men and women 
have migrated to the United States in massive numbers (Vickerman, 2007). The first 
migration wave lasted from the 19th century until the 1920s; the second migration wave 
occurred in the 1940s and 1950s; the third (and largest) wave occurred in 1962, spurred 
by independence (Vickerman, 2007). Jamaicans account for almost half of the Caribbean 
population in the United States (Vickerman, 2007). According to the 2010 U.S. Census, 
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over 900,000 people of Jamaican descent lived in the United States, and Florida 
represented the second state with the largest number of Jamaicans (Consedine, 2004). 
Jamaicans have added their own cultural flavor to the American culture. Jamaica is not a 
passive country; Jamaica has influenced the United States in its own right (Patterson, 
1994). In turn, Jamaica has been influenced by its host culture: “The American cosmos, 
as we shall see, is not a single cultural space, but is divided among three Americas: A 
traditional America, multicultural America, and ecumenical America” (Patterson, 1994, 
p. 465). 
Adjusting to a new culture is not easy and may present psychological and other 
challenges (Berry, 1997; Hall, 2010; Kim, 2002; White, 2004). Hall (2010) found 
immigrants already have perceptions of the host country to which they are migrating, and 
as a result, may be reluctant to assimilate fully into that culture. One aspect that 
immigrants may need to negotiate after moving to a new culture is gender roles (Maciel, 
Van Putten, & Knudson-Martin, 2009). After migrating to the United States, some 
Jamaican men begin to assist with domestic responsibilities (Foner, 2005); thus, Jamaican 
men may have more difficulty adjusting to living in the United States, compared to 
Jamaican women (Ferguson & Bornstein, 2012). In addition, migrating from a 
developing country to an industrialized one may affect the way these immigrants 
construct their own identities (Hall, 2010). This possibility led to the development of 
Research Question 1 (“How do Jamaican church leaders construct their identities?”). 
Possible factors may include national culture, church (organizational) culture, or other 
unknown factors. One thing is clear: Migration has had a profound impact on Jamaican 
immigrants’ lives.  
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In addition to negotiating gender roles, parents have the responsibility to help 
their children in the acculturation process (Marks, Bun & McHale, 2009). Even though it 
might be easier for children to adjust to a new cultural environment, compared to their 
parents (Birman, 2006), the parents must still ensure the transition is as smooth as 
possible. Abad and Sheldon (2008) placed this burden primarily on the father figure. 
They reported that when fathers encouraged their children to be autonomous during this 
adaptation phase, the children were likely to embrace their natal culture and have a 
greater sense of well-being (Abad & Sheldon, 2008).  
For this study, the natal country was Jamaica, whose customs and traditions have 
been influenced by Britain, a relatively conservative culture; thus, after migrating to the 
United States, I was interested to see whether their conflict resolution approach is 
impacted by Britain’s culture, or would their approach be influenced by the United 
States?  The approach parents use will directly affect children’s response to conflict 
(Saxbe, Rodriguez, & Margolin, 2013). In addition to recommending children get help 
from parents to adjust, Nam (2014) pointed out the positive effects of church attendance 
on youths during the acculturation process, including developing positive self-esteem. In 
light of all these adjustments, migration has several economic benefits, but immigrants 
have other challenges to overcome.  
Social Context: Jamaican Identities in America 
When Jamaicans migrate to the United States, people often categorize them as 
African Americans because of the color of their skin, but in fact, Jamaicans and other 
minority cultural groups have distinct norms, customs, and lifestyles (Consedine et al., 
2004; Lincoln et al., 2007). Jamaicans are a separate cultural group with a unique identity 
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(Ferguson & Bornstein, 2012). Even within their own ethnic group, Jamaicans are not 
culturally homogeneous (Ferguson & Bornstein, 2012). For example, Jamaicans from the 
city have a different language and lifestyle from Jamaicans from rural areas (Patrick, 
1999). Therefore, their identities are unique, and they should be placed in the same 
category as another cultural group. 
Jamaicans’ racial identities in America. Ferguson and Bornstein (2012) 
reported a “one size fits all approach” is not applicable when considering the 
complexities of culture among those of non-European backgrounds, yet Jamaicans are 
categorized as African Americans because of similar physical features. In fact, African 
Americans are not even a homogeneous group; they are mixed with identities from 
Africa, the Caribbean, and Europe (DeLoach et al., 2013). What differentiates African 
Americans from other cultural groups outside the United States is the perception 
(especially among some law enforcement officers and some private citizens) that African 
Americans are inferior, and thus, that they deserve the lower status ascribed to them. 
Individuals are often defined by the population within their geographical boundaries 
(Patterson, 1994). The result is that eventually Jamaicans have experienced the racism 
and pejorative treatment that African Americans have experienced (Lincoln et al., 2007; 
Logan & Deane, 2003). Racism is never an acceptable attitude, but it becomes especially 
challenging for ethnic group members who have never experienced it (Lincoln, 2007). 
Even the thought that one might be discriminated against can create angst. Lincoln et al. 
(2007) stated, “Perceived discrimination may be one of the most endemic and enduring 
stressors facing minority groups in the U.S.” (p. 115). Some researchers have suggested 
that even African Americans who identify strongly with being Black may be at 
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psychological risk as a result of the stigma associated with the identity (Steele & 
Aronson, 1995). Because people often place Jamaicans in the same category into which 
they place African Americans, it is important to study their experiences. 
Race relations for African Americans. Race in the African American 
community has been an ongoing struggle, especially in the context of recent encounters 
of police brutality (Rose, 2015; Taylor, 2015). Whether facing job discrimination, a 
perceived threat, or any other facet of life, African Americans have struggled with 
maintaining a positive identity in society (Zamalin, 2017). Some members of the 
community may rise above the stereotype and avoid the effects of racism, while others 
face pejorative treatment on a regular basis, acutely aware of their disenfranchised status.  
Lincoln et al. (2007) studied the negative impacts of racism on health and well-
being, which occur partly because of inadequate resources and lack of opportunities. A 
few African Americans may resort to violence as frustration erupts. Violence and poverty 
contribute to interpersonal conflicts in the African American communities (Garrett, 
1997). Kochman (1981) described African American interactions in conflict situation as 
emotional, animated, energetic, and even confrontational at times. Unfortunately, 
sometimes these interactions have led to domestic violence (Winstok, 2013). Further, 
African American men who have witnessed domestic violence are more likely to engage 
in it themselves (Marina, 2014). Young African American men grow up thinking that 
being angry and aggressive toward their spouses is acceptable (Marina, 2014). Violence 
has negatively affected women as well. Lancaster, Lenz, Meadows, & Brown (2013) 
conducted research on a group of African American girls’ attitude toward violence, their 
likelihood to engage in violence, and their overall level of self-esteem. Sadly, even 
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though their knowledge increased about conflict resolution methods after an intervention, 
their response to conflict and their self-esteem were unaffected (Lancaster et al., 2013).  
Gender relations African Americans. Just as others have used their race and 
gender to self-identify, African American women identify themselves in terms of both 
race and gender (Williams, 2015). However, the stereotype of “strong Black women” has 
had a negative effect as they have tried to cope with stressors using self-reliance as a 
coping mechanism (Watson & Hunter, 2015). This misuse of self-reliance often results in 
depression and raises concern about their willingness to seek psychological help when in 
need (Watson & Hunter, 2015). African Americans have a higher rate of depressive 
symptoms, fewer years of education, and less income on average compared to Caribbean 
Americans (Lincoln et al., 2007). In addition, they often face situations in which they are 
blocked by multiple obstacles. According to Cole and Secret (2012), race is a 
contributing factor to the stress that African American women encounter as they try to 
balance work-family life. Single African American mothers find it even more 
challenging, but some receive support from others. For example, Gonzalez et al. (2014) 
found that children of single African American parents receive the support they need 
from co-parents (such as family members) in spite of the absence of a father figure.  
In spite of such situations, many Blacks are able to resist demeaning comments, 
discrimination, and other external influences that devalue their identities because they 
have an internal source of positive self-esteem (Crocker & Lawrence, 1999). One of the 
legacy factors that may have boosted resiliency among African Americans and Caribbean 
Americans was their exposure to slavery and horrific conditions (Consedine, 2004; 
Baker, 2001). In the event of stress or illness, Jamaicans have demonstrated greater 
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emotional restraint, compared to other African American groups (Baker, 2001; Brice, 
1992). Research is needed to determine why Jamaicans have been able to develop greater 
restraint, compared to other African American groups. These factors may have produced 
an overall high self-esteem, as indicated by Morgan and Walker (2008), but more study is 
needed to confirm a relationship between emotional restraint and self-esteem. As 
mentioned, national culture helps shape the worldview of a population; therefore, it 
would be a mistake to dismiss cross-national differences in culture as insignificant. 
However, many of the major cultural similarities and differences in the world today are 
occupational rather than national (Morgan, 2006); therefore, the focus now turns to the 
organizational (occupational) aspect. 
Cultural Context: Church Conflict in the United States 
Organizations are complex, multifaceted, and paradoxical, often best understood 
through a metaphorical lens (Morgan, 2006). Cosgrove and Hatfield (1994) used family 
as a metaphor to describe the church. Of course, other metaphors may apply, for example, 
the body, a building, and marriage. These comparisons can help clarify the nature or the 
purpose of an organization. Each organization has its own distinctive values, rituals, 
ideologies, and beliefs (Morgan, 2006), which create its culture. Many factors influence 
the culture of an organization; Morgan (2006) specifically addressed the impact of a 
person’s country of origin. Because ethnic composition is an important piece of 
organizational context, I was interested to see whether this emerged as a factor among 
this specific population of Jamaican church leaders as they addressed conflict. 
The word culture is derived from the metaphor of cultivation (Morgan, 2006); 
therefore, in an organization, a deliberate process or preparation occurs to create an 
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environment to facilitate growth. Conflict sometimes impedes this process; depending on 
how conflict is handled, conflict can be either constructive or destructive. Unfortunately, 
people view organizational conflicts as destructive forces that should be avoided—in fact, 
conflict is a normal part of an organization (Morgan, 2006). Conflict in organizations has  
four distinct characteristics: 1) a low level of validity resulting from conflict and 
multiplicity of individual roles; 2) complexity due to deep involvement and long-
term relationships amongst organizational members; 3) high stakes due to 
consequential and long-lasting effects of conflict management on individuals, 
groups, and organizations; 4) knowledge that is more tacit than explicit and 
therefore more difficult for knowledge transfer. (Liu, Inlow, & Feng, 2014, 
p. 156) 
These characteristics hold true especially in the church. Church organizations typically 
form a male-dominated value system (Morgan, 2006) because church members often 
hold men in high regard. In fact, gender is a powerful cultural force (Morgan, 2006), one 
of several aspects—including experience, skill set, and age—that affect a person’s role in 
an organization. This study will determine whether gender is one of the factors that 
influence Jamaican church leaders’ conflict resolution approaches. 
Church trends. The church has played a variety of roles in U.S. society, 
including cultural, political, social, and economic (Corbie-Smith et al., 2010). As in many 
organizations, conflict is present in the church. This statement might be alarming to some 
readers, because people consider churches safe havens, and as Chaves (2004) reported, 
churches form real communities. More than 300,000 religious congregations exist in the 
United States, and more than 60% of the population attended religious service within the 
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past year (Chaves, 2004). This means that more than half the American population is 
familiar with some kind of church, but unfortunately, religious participation has declined 
in recent decades (Chaves, 2004; Fritz & Ibrahim, 2010). Because church conflict may be 
one reason membership has declined, it is important to have a better understanding of 
what causes conflict in a church organization. 
Types of churches. Becker’s (1999) congregational model will be used to form 
an understanding of the different types of churches. Becker conducted an in-depth study 
to identify four classifications: (a) family; (b) leader; (c) community; and (d) house of 
worship. Becker classified small churches as families and communities, and large 
churches as houses of worship or leaders. 
Family. In family congregations, members pride themselves on being close and 
supportive of each other (Becker, 1999). Members often discuss events in private lives 
and personal interests, and because of the close nature of the interaction, Becker used the 
metaphor of family to describe this kind of congregation. Family congregations care 
about their own members and members of the community, but it is common for members 
to have close friends outside of the assembly (Becker, 1999). Becker noted that family 
congregations are more prone to experience conflict because of the personal nature of the 
assembly. 
Leader. Leader congregations, on the other hand, have fewer problems than do 
family congregations, because the pastor is the ultimate authority, which reduces the 
struggles between the pastor and lay leaders (Becker, 1999). The focus is on preserving 
doctrine. Members are less likely to have close fellowship and friendship (Becker, 1999). 
Even though most churches engage in compassionate ministry, only the leader church 
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focuses on outreach as an important goal (Becker, 1999). The outcome is what matters; 
the pastor generally has the final say, even though members may provide input (Becker, 
1999). Interestingly, women are not encouraged or expected to hold positions of 
authority, but some church members are revising their church constitutions to include 
women (Becker, 1999).  
Community. Community congregations comprise mostly highly educated 
professionals who have creative, participatory worship experiences (Becker 1999). 
Members are encouraged to get involved and express their values in several arenas, 
including social, political, and religious (Becker 1999). Members embrace tolerance to 
diversity, though not to the degree of openness to gay and lesbians (Becker, 1999). 
Racism is mentioned but only in communal or personal terms, not through political or 
economic language (Becker, 1999). Many members form close friendships, which might 
be one of the reasons there are twice as many conflicts in community congregations, 
compared to family congregations (Becker, 1999). Ironically, members hold a positive 
view toward conflict; in fact, the process of conflict resolution is more important than the 
outcome (Becker, 1999). 
House of worship. House of worship churches do not experience much overt 
conflict; only two kinds of conflict were identified: (a) conflict over church buildings and 
(b) conflict between lay leader and pastor (Becker, 1999). Small disagreements are not 
described as conflicts; members would rather suppress conflict because of strong 
emotional ties Coser (1956). Anyone behaving outside the norm is seen as a troublemaker 
(Becker, 1999). This labeling can create issues of trust and lead to resentment. Conflicts 
in these churches tend to be personal, usually involving criticism of a person’s character 
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or personality (Becker, 1999). It is common for pastors to leave in order to resolve 
conflict; however, when the new pastor arrives, he or she will be an outsider (Becker, 
1999). The perception is that the bigger the church, the more qualified the pastor, so 
small churches receive less competent leaders (Becker, 1999). In addition, members are 
concerned that a fast-growing church would lose its sense of identity; therefore, members 
prefer slower growth (Becker, 1999).  
Sources of conflict. Everist (2004) pointed out seven types of conflict: 
intrapersonal; interpersonal, beliefs (conflict over issues); truth (conflict over facts); 
worth (conflict over values); mission (conflict over goals); and ministry (conflict over 
means). Within these types of conflict, contrasting opinions exist regarding the causes of 
conflict. For example, Bixby (2002) studied the natural/temporal aspect and argued that 
bad church structure (rather than bad people) was at the root of several conflicts 
experienced in the church. Peters (1997) studied the spiritual aspect and noted a battle 
between holy and unholy things. In Becker’s (1999) opinion, three sources generate 
conflict: (a) resources, (b) theology, and (c) authority. Each of these writers has provided 
research to support the categorization of conflict, and each researcher’s argument is 
legitimate in its own right. Although several philosophies may indicate the causes and 
types of conflict, each does not need to oppose the others; rather, readers can use all 
philosophies to gain a comprehensive view of conflict in churches. However, when 
seeking a clear understanding of what causes conflict in churches, I would be remiss to 
ignore culture as a critical component because accounts of events relate directly to the 
cultural contexts from which these events emerged (Koman, Wolff, & Howard, 2008). 
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As mentioned in the beginning of this section, each organization has its own 
culture, and in the process of growing, conflict is inevitable. As it pertains to the 
inevitability of conflict, it matters whether the church is liberal or conservative: Becker 
(1999) found that liberal congregations tend to have more conflict in polity matters than 
do conservative congregations. Interestingly, Mueller and McDuff (2004) found that the 
theological perspectives of half of the churches in their study matched their congregation 
members’ theological perspectives; the perspectives of about 40% of the churches were 
more liberal than were their members’ perspectives, and about 10% were more 
conservative, compared to their congregation members’ perspectives. In the case of the 
population of this research study (Rhema Word Ministries International), the liberal 
perspectives of the congregation members matched the theoretical perspective of their 
leader.  
Even though holding similar perspectives could reduce the likelihood of conflict, 
Chou (2008) found that charismatic church congregations are vulnerable to conflict 
because perspective depends on subjective experiences. Rhema Word Ministries 
International has been described as a charismatic church; therefore, I was interested to 
discern to what extent leaders experienced conflict. I employed RQ2 to determine what 
are the lived experiences of Jamaican church leaders that influence their conflict 
resolution approaches? In addition, when groups are socially diverse—including 
culturally—it may be more difficult to reach a consensus (Chou, 2008). In contrast, when 
cultural backgrounds are similar, members are less likely to exit (Collins, 1975). 
Therefore, the social composition of the organization may influence the probability of 
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conflict. Further, negative experiences regarding social roles have more impact on leaders 
than on church members (Ellison, Zhang, et al., 2009). 
Leaders in conflict. The greatest conflicts occur among leaders, not between 
members in the congregation (Hoge & Faue, 1973); unfortunately, few researchers have 
sought to understand the perspectives of pastors (Corbie-Smith et al., 2010). In addition, 
insufficient research has addressed the multiple conflicting roles that pastors often 
assume (Kay, 2000), which can lead to conflict. Conflict in leadership is more complex 
partly because of differences in ideologies between leaders and congregation members, 
and partly because of leaders’ formal religious training and members’ lack of training 
(Jarvis, 1976). Therefore, I designed this research study to explore the aspects of conflict 
that researchers have thus far excluded. 
Leaders have a unique role in organizations—in fact, change in an organization 
depends on its leaders (Lequay, 2004). Therefore, some churches’ organizational leaders 
have used a stringent approach wherein the gift of the Holy Spirit enhances a person’s 
likelihood of assuming a leadership position (Wacker, 2001). Ironically, in some religious 
circles, the path to a leadership position is to appear disinterested in it (Wacker, 2001). 
Regardless of the selection criteria to become a church leader, all church leaders 
experience conflict to some degree. The conflict that clergy experience could stem from 
several stressors, including lack of support, conflict with parishioners and other church 
leaders, workload, satisfaction, and lack of personnel in whom to confide (Manister, 
2012; Whitson, 2014).  
Lack of support. Pastors who lack support are likely to have vision conflict and 
compassion fatigue (Spencer et al., 2012). In addition, clergy members may feel lack of 
55 
 
support when ideological differences exist among members. For example, orthodox 
Protestant clergy are more likely to examine cultural issues such as abortion and 
homosexuality, which dominate the discourse in the public arena (Uecker & Lucke, 
2011). In contrast, modern clergy are more likely to discuss social justice issues such as 
poverty and the environment (Uecker & Lucke, 2011). Even within the same genre of 
Protestants, differences of opinions may exist between clergy on controversial cultural 
issues (Uecker & Lucke, 2011). Sometimes church leaders argue over goals, for example, 
whether they should focus on preaching or on social reform (Hoge, Perry, & Klever, 
1978). On the other hand, churches with hierarchal leadership do not experience as many 
conflicts because fewer lay members are involved in decision making (Chou, 2008). 
Breen (2008) studied the Baptist Church specifically, noting conflict existed within the 
leadership body pertaining to authoritarianism, control issues, theological differences, 
and ideological differences (Breen, 2008). Because of the conflicts they have 
experienced, leaders not only experience a lack of support but they also encounter a 
considerable amount of stress (Corbie-Smith et al., 2010; Faucett et al., 2013; Hagstrom, 
1957; Whitson, 2014). Whether stress affects how leaders respond to conflict has yet to 
be revealed. 
In spite of the consequences of conflict, church leaders cannot avoid conflict, and 
even if leaders tried to avoid conflict, avoiding conflict would not solve the problem. In 
one study, church leaders who tried to avoid conflict tended to be less emotionally 
connected; on the other hand, when they used a competitive style, they were emotionally 
reactive (Abordo, 2013), so either approach did not produce a desirable outcome. The 
disadvantage in using a competitive style was that ministers were less likely to relate to 
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other leaders and to their congregations (Abordo, 2013). The irony is that in some cases, 
the church leader is the source of the conflict (Dollhopf & Scheitle, 2013). Further, even 
if the leader is not a participant, he or she may try to resolve disputes between two 
parties. For example, one pastor felt he was playing referee because he had to balance 
taking sides with both parties (Henry, Chertok, Keys, & Jegerski, 1991). It is common for 
pastors to play a role as a third-party intervener. I was interested to discover to what 
extent this occurred in the population I studied. 
Conflict with leaders and parishioners. In addition to the lack of support, some 
church members may exacerbate disputes, causing leaders’ premature departure. The 
problem may not be so much about several pastors leaving, but about the few contentious 
individuals who motivated them to leave (Bixby, 2002). Congregation members often 
abuse their pastors (Fowler, 2009). Because of the hostile environment members create or 
the conflict they stir up, pastors may leave the church. The leaders’ departure can cause 
even more disruption in the ministry—in fact, the transition of a leader may be both the 
cause and consequence of conflict (Dollhopf & Scheitle, 2013). New leaders may find it 
difficult to assimilate into the church because of members’ objections, which may result 
in even more conflict. Members may also decide to leave if they are not happy with the 
new leaders, which can destabilize the organization even further. Not only is it likely that 
the tithes and offering will decrease when members leave, but relationships can be 
disrupted, in addition to other negative consequences. 
Workload. Leaders must often handle conflict while carrying a heavy workload. 
In fact, many clergy members experience role strain. Manister (2012) found the 
probability of role strain increased when clergy on the lower end of seniority perceived 
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they had a greater share of the workload. This may cause clergy to feel unappreciated as 
they work harder in comparison to other leaders yet do not receive recognition they think 
they deserve. In addition, role overload can create role conflict (Corbie-Smith et al., 
2010). Leaders have tasks competing for their attention, which may result in conflict 
between one task and another and thus compromise their performance. Halaas (2002) 
described this concept of clergy overwork as a form of boundary confusion and 
concluded that clergy often put the care of others before attending to their own needs. 
The notion of clergy juggling multiple tasks and expending energy until they have lost 
effectiveness is cause for concern.  
Leaders who have more responsibilities than they can handle may experience 
burnout, which consists of emotional exhaustion, depersonalization, and reduced personal 
accomplishment (Maslach & Jackson, 1981); burnout is an example of chronic stressors 
producing psychological symptomatology (Manister, 2012). In addition, leaders who 
have employment at another organization in addition to their responsibility at the church 
may find their stress level increasing (Carter-Edwards et al., 2012). Because of the 
complexity of their task, ministers often feel tension as they fulfill their role (Hagstrom, 
1957). Even though having several roles might be counterproductive, it may not be 
negative if their role is only ambiguous, as long as there is no role conflict (Faucett et al., 
2013).   
Leaders need to be able to balance their workloads so they are not overexerting 
themselves. If their energy is completely spent, they will not be able to address conflict 
effectively. It is important for leaders to manage conflict; otherwise, it may filter down to 
the individual members, causing gossip, criticism, and ostracism (Ellison, Zhang, et al., 
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2009). This situation could produce more conflict in the long term, thus making it more 
difficult to lead the congregation. 
Satisfaction level with appointment. Because of the lack of support and conflict 
that leaders may experience, most clergy are not satisfied, and some even leave the 
profession much earlier than they anticipated (Manister, 2012). Only the clergy who are 
able to cope will likely have long careers (Manister, 2012). For example, Apostle S. 
Constancia Daley from Rhema Word Ministries International has often reminded the 
congregation that God has called her to serve, and therefore she is able to cope as she 
finds the strength from Him to complete her assignment. Not all ministers take on 
ministry as a full-time task. Some members in the clergy choose ministry as a second 
career option, which also means that people cannot use age to judge a minister’s 
experience (Manister, 2012). Apostle Daley is a relatively young minister, yet among the 
congregation and members of the community, she receives respect and acknowledgment 
as a qualified, experienced leader. In addition, Apostle Daley has received accolades 
from public officials and politicians. Many ministers embrace ministry and all that comes 
with it, but it is not easy for all ministers to do that, especially because of the demands of 
the job. In fact, the demands on church leaders are so great that ministry is often a “two-
person career” (Shehan et al., 1999). 
Gender and family. Effective ministry often requires the support of a spouse to 
help to carry the responsibilities. However, the minister is assumed to be male; thus, the 
wife is left to play the role of an assistant taking on multiple roles, such as leading the 
“ladies” missionary, supporting her spouse, and attending all the services, while being an 
exemplary mother and role model (Shehan et al., 1999). As the Senior Pastor of Rhema 
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Word Ministries International, Apostle Constancia Daley has to juggle various 
responsibilities and as of the writing of this dissertation is not married and does not have 
the support of a spouse.  In addition, she balances church and family life, which can be 
challenging as the line between family-related stress and church-related stress is blurry 
(Wells, Probst, McKeown, Mitchem, & Whiejong, 2012),  
From 1900 to 1960s, the number of women in the clergy has fluctuated (Bock, 
1967) but has since been increasing (Fobes, 2001). Between 1970 and 1990, the number 
of women clergy increased 7% (Lehman, 1993). The number of women clergy has 
increased 15%, which reflects more women in the mainline Protestant denomination than 
ever before (Lehman, 1993). One of the reasons women have gained acceptance is 
because they can play the role of “mother” (Shehan, Schultz, & Wiggins-Frame, 1999). 
Montiel and Boehnke (2000) found that women and individuals from developing 
countries preferred a compassionate approach to resolving conflict (Montiel & Boehnke, 
2000). The difference in gender expectation is not only evident in developing countries 
like Jamaica but also in the United States (Ferraro, 2008). 
In individualistic societies such as the United States, a clear difference exists in 
the style and conflict resolution preferences of men and women (Montiel & Boehnke, 
2000). Men tend to use an authoritative stance, and women tend to use a democratic 
(“guide-along”) approach; thus, the congregation members may feel more comfortable 
opening up to a female pastor (Shehan et al., 1999). Women are inclined to use a caring 
approach when addressing conflict, focusing on relationships; in contrast, men reason 
based on justice and can able to detach from the conflict situation (Montiel & Boehnke, 
2000). Because of the differences in style, employers have typically placed men in 
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organizational roles in which they must be aggressive, while women tend to occupy 
subordinate positions (Morgan, 2006).  
In the past, women were not able to enjoy the same benefits as men because the 
clerical role was limited to them (Bock, 1967). Those women who were privileged to 
occupy the role were seen as different from men’s roles; women clergy enjoyed little 
status and few opportunities (Bock, 1967). In addition, they found it difficult to get help; 
finding a spouse to assist in ministry was challenging (Stewart-Thomas, 2008), and those 
who were married did not get the support needed from their husbands so that they could 
be more effective in ministry (Wiggins-Frame & Shehan, 2005). Bock (1967) speculated 
that some of the obstacles to women in the ministry emerged because others believed 
there would be conflict between marital and clerical roles or lack of commitment to the 
clerical career path. Regardless of speculation, women have continued to be active 
members in the church, especially if they came from the Pentecostal background in which 
women are admonished to preach (Wacker, 2001). 
In spite of lower status and wages, women in church leadership have a healthy 
perspective on their work. For example, the women from the African American Church 
of God claimed they had divine work to accomplish, so they must use their resources and 
complete their call for liberation and transformation (Early, 2003). Their willingness to 
work in spite of lower pay (Shehan et al., 1999) showed their dedication to the ministry. 
Even though in most cases, women clergy are not well compensated monetarily for their 
work, those who receive low pay are compensated with social support (Shehan et al., 
1999). This does not mean that the women value social rewards over material rewards, 
but rather the social support is offered as a means to offset the lower wages women 
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receive (Shehan et al., 1999). Women who receive a salary likely have more options 
because they are have more flexibility with their schedules and can afford hired help 
(Shehan et al., 1999).  
Black women have been vulnerable in race, class, and gender (Fulani, 2011). This 
sentiment is not only found in for-profit corporations; this attitude has been carried into 
the church (Collier-Thomas, 2010). However, even though they may not obtain the status 
or the pay equal to their male counterparts, research has shown that women clergy are 
generally more satisfied with their jobs, compared to men (Mueller & McDuff, 2004). 
Even in rural churches within declining communities, where women are likely to be 
assigned, women experience a higher level of job satisfaction than do the male clergy 
(McDuff, 2001). The literature indicates that women have made significant progress in 
the church organization.  
Resolving and mitigating conflict. Despite the challenges that both men and 
women face, researchers have noted ways to mitigate conflict and increase compliance. 
Chou (2008) found members were more likely to comply with leaders if the congregants 
were homogeneous, if they perceived that leaders had resources, and if they perceived 
leaders as legitimate. In addition, when leaders use effective strategies, it may reduce the 
conflicts that emerge among the members (Chou, 2008). Resolving conflict is vital 
because unresolved conflict can cause disruption and diminish the church (Kimsey et al., 
2006).  
Several researchers have proposed solutions to resolve conflict. Beebe (2007) 
claimed that despite the overwhelming demands that clergy may face from parishioners, 
they would be less likely to experience burnout if they differentiated the self from their 
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roles as clergy. Bixby (2002) proposed that leaders should examine the organizational 
structure and argued that although bureaucratic obligations are important, bureaucracy 
should not undermine the most important aspects—mission and ministry. Bixby 
advocated for simpler government, one that involved downsizing and centralizing rather 
than a complicated checks-and-balances system. In addition, leaders should empower the 
people to be involved in the process so they know their opinions matter; they may not 
achieve their goals in the end, but at least they would know they were a part of the 
process (Bixby, 2002).  
Everist (2004) offered a slightly different approach, advocating that understanding 
others’ perspectives and laboring for Christ was the main goal. Because people are 
relational beings, they will be better able to deal with the inevitability of conflict when 
they collaborate with each other (Everist, 2004). Similarly, Bone (2011) supported the 
power of collaboration and asserted that it was the only resolution method that satisfied 
both leaders and parishioners, thus providing lasting positive change. In addition to 
collaborating, Everist (2004) argued that leaders may find it necessary to escalate a 
conflict before total resolution was possible: Resolving conflicts too quickly could 
produce only a superficial resolution; thus, before long, the issue would resurface 
(Everist, 2004). To support this point, Everist described members of an oppressed group 
who may need to express themselves fully to feel heard and empowered. Similarly, 
Becker et al. (1993) claimed that having conflict more frequently may be better for the 
stability of the organization but cautioned against fomenting serious conflicts, which 
could lead to factions.   
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Even though the church membership may sometimes decline after a leader leaves, 
some have claimed the decline would only occur in the short term; in the long term, the 
membership should stabilize (Dollhopf & Scheitle, 2013). Focusing on issues such as 
vision conflict and compassion fatigue can draw attention to remedial efforts, thus 
increasing the likelihood ministers will remain in the organization (Spencer et al., 2012). 
Social support has helped to counteract stress (Henry et al., 1991). Peters (1997) offered 
recommendations to pastors to enhance peacemaking: (a) create a safe climate for honest 
exchange of feelings; (b) learn loving acceptance and forgiveness of God; (c) spend time 
with appointed leadership; (d) live above petty disagreements; and (e) listen with 
prayerful attitude. Church leaders must have an active approach toward peacemaking 
(Peters, 1997). Peace making begins with oneself; one must first be at peace with God 
and with themselves before they can be at peace with others (Peters, 1997).  
Chapter Summary 
Jamaicans in general have a rich history and culture. The population in this study 
not only has a rich historical and cultural background, but they also reside in the United 
States and serves as leaders within the organization. I discussed the current literature on 
Jamaicans’ identity and conflict within different church organizations, especially amongst 
leaders. The social construction theoretical framework looks at different factors that may 
influence their identities and conflict resolution approaches. Whether these factors 
influence how this population identifies themselves and their approach towards conflict 
will be revealed in the results of the study. Since I am conducting a phenomenological 
study, the findings cannot be predetermined, and the method should not impose any 
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suppositions; rather the participants’ voices should emerge freely. Details of the 
methodology are discussed in the next section.  
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Chapter 3: Methodology 
After reading all the articles provided by the databases on the topic of conflict 
resolution among church leaders, it was evident to me that no study used the 
phenomenological approach to collect the essence of Jamaican church leaders’ 
experiences. The articles on conflict studies in church organizations were primarily 
qualitative in nature; few researchers viewed their subjects using a quantitative 
methodology. Bone (2011) used a qualitative approach to identify and address behavioral 
problem within Protestant mainline churches. In another qualitative research example, 
Breen (2008) studied the nature, reasons, and prevalence of conflict between Southern 
Baptist leaders. Schilling (2003) conducted a qualitative study on how Roman Catholics 
hierarchy resolved internal conflict.  
These are just a few examples of the variety of articles using qualitative 
approaches; a few studies also used quantitative methodology. For example, Kemery 
(2006) studied how role conflict affected the satisfaction levels of the clergy. In another 
study, researchers sought to determine how personal conflict affected millennials’ 
relationships to organized religion (Waters & Bortree, 2012). The quantitative approach 
was useful for some research studies, depending on the objective of the study. However, 
because the purpose of this research was to capture participants’ lived experiences, a 
quantitative approach was both inappropriate and inadequate. In order to gather rich data 
from the participants, a qualitative research approach was needed (Denzin & Lincoln, 
2003; Kvale & Brinkmann, 2009).  
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Justification for Qualitative Study 
A quantitative methodology would not have been able to capture the essence of 
participants’ experiences. Although the quantitative approach is useful for obtaining 
numerical data, the qualitative approach allowed me to delve in depth into participants’ 
stories to understand the meanings behind their responses. Typically, qualitative 
researchers study fewer participants compared to researchers using quantitative 
approaches; the small sample size allows researchers to analyze each response thoroughly 
(Creswell, 2007). Further, because I used a qualitative approach, I had no need to 
generate a hypothesis. I did not seek to predict a research behavior, explain a research 
problem, determine a causal relationship, or test a theory. I analyzed this research study 
carefully and tested its validity through intersubjectivity, then report the findings in 
Chapter 4. Details of the phenomenological method appear next. 
Existential Phenomenology 
Existential phenomenology addresses human existence in specific situations 
(Smith, 2013), and in the case of the study: church leaders in conflict. Heidegger is a 
significant contributor to existential phenomenology, and several philosophers such as 
including Sartre, Merleau-Ponty, and Heidegger have influenced this school of thought as 
well (Smith, 2013). Existential phenomenology is appropriate for this research topic 
because it is important for the participants’ voices to emerge. While it is important to 
remain neutral as the participants reveal their life stories, Heidegger rejected the idea that 
researchers could “bracket” their experiences because he believed that people are a part 
of the experience (Smith, 2013). As Sokolowski (2000) puts it, “bracketing” means 
neutralizing our intentions; therefore, while I cannot suspend belief in the world 
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completely (Solomon, 1972), I can neutralize them so that I do not make any 
assumptions. 
Justification for Existential Phenomenology 
Qualitative research studies can consist of five research approaches: narrative, 
grounded theory, ethnography, case study, and phenomenology, all designed to gather 
deeper meanings beyond what can be gathered using quantitative approaches (Creswell, 
2007). Each of the five qualitative approaches has its own strength, depending on the 
purpose of the study. For example, the narrative is useful when the researcher seeks to 
extrapolate the lifestyle of a single person, thereby giving an account that person’s life 
story (Creswell, 2007). Because I wanted to study the lives of several individuals, this 
method was deemed inadequate. Although grounded theory generally involves several 
individuals, its purpose is to generate a new theory based on the responses to an action or 
participation in a process by members of a homogeneous group (Creswell, 2007). The 
researcher controls the process as he or she develops a theory based on the patterns that 
emerge from the data (Creswell, 2007). This method would not have captured my goal as 
I sought to gain insights into the lived experiences of members of a particular group. 
Thus, I allowed the participants to dictate the outcomes of the research study. 
Ethnography was another potential qualitative approach. The third approach, 
ethnography, allows the researcher to become a part of the culture of a particular group 
for a time (Creswell, 2007). This method allows the researcher to glean data from the 
detail of participants’ lives and to report the findings from the perspectives of the 
participants. Although in this study, I focused on a particular cultural group, the purpose 
of this research extended beyond simply describing the customs of the cultural group to 
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explore the lived experiences of the phenomenon experienced by the participants. Finally, 
the fourth potential method, the case study approach, was inappropriate because of its 
focus on assessing the behaviors of a certain individual, group, or situation to determine 
whether something unique existed about that particular case. Although it would have 
been interesting to look at the behaviors of Jamaicans in conflict, I deemed that approach 
limited and incapable of revealing the full essence of the experiences, as expressed 
through the voices of the participants. In addition, I was not looking for an extreme or 
notable situation. Existential phenomenology captures participants’ lived experiences of a 
particular phenomenon, thus allowing the participants’ voices to emerge as they construct 
their stories (Moustakas, 1994). Because of the limitations of the first four approaches, 
existential phenomenology was the best approach to use to accomplish the purposes of 
this study. 
Overview of Existential Phenomenology 
As mentioned, researchers use the phenomenological approach to explore 
individuals’ lived experiences of a certain phenomenon (Moustakas, 1994). For this 
research study, the phenomenon was the experience of Jamaican church leaders in 
conflict. The phenomenological approach “consists of ‘what’ they experienced and ‘how’ 
they experienced it (Moustakas, 1994), which allows the participants to feel really 
understood (Van Kaam, 1966). The phenomenological approach fosters an in-depth 
understanding of the participants’ lived experiences through asking participants relevant 
open-ended questions concerning their experiences (Kvale & Brinkmann, 2009). 
Intentionality is a key component in the sense that phenomenology focuses on a first-
person perspective of a particular phenomenon. Thus, the embodiment of the experience 
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as it occurs through the body and its experience of the phenomenon is important (Smith, 
2016).  
The phenomenological approach should be void of assumptions, allowing the 
participants’ voices to emerge as they relate their stories. Essentially, a co-constructing of 
the research experience takes place. Even though the interviewer has the research 
objective and scope in mind, the participants decide what they will share and at what 
depth (Kvale & Brinkmann, 2009). Ultimately, the power relations between the 
interviewer and interviewee appear on a continuum, with both having an element of 
control in the research process (Kvale & Brinkmann, 2009). Gergen (1992) noted 
Foucault had to be recognized because “matters of description cannot be separated from 
issues of power” (p. 23). With this approach in mind, phenomenology was the most 
appropriate method for its ability to generate a rich description of the participants’ 
experiences as they co-constructed their own narratives. 
Overview of the Research Process 
After the proposal defense, I completed the Institutional Review Board’s (IRB) 
form through Nova Southeastern University to gain approval to conduct the research. The 
site was already secured after gaining permission from the founder of Rhema Word 
Ministries International to seek participants for my research study. During one of the 
monthly leadership meetings, I informed the leaders about the study and invited them to 
become participants if they met the criteria for the study. During this time, they also 
received a letter explaining the research study and a formal invitation. Qualified 
participants affirmed their willingness to participate and notified me via face-to-face 
conversation or a phone call. For unresponsive participants, I followed up to determine 
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whether they had any interest in participation; only two declined to respond. The others 
affirmed their willingness to participate. I scheduled the appointments for secured 
locations, to occur at the participants’ convenience. The semistructured interviews ranged 
in length between 45 and 60 minutes on average and were designed to address the 
research questions. A professional transcriber and I transcribed the interviews verbatim. 
We honored participants’ confidentiality and stored the data securely when not in use. 
The data were coded on two separate occasions and then analyzed. I generated findings 
based on the analysis conducted. I elaborate on these steps in detail in the following 
paragraphs.  
Participants 
Before I could gather data from participants, I had to justify the need for the study 
in a defense of the research proposal. Immediately following the defense, I completed the 
Nova Southeastern University (NSU) IRB form. The IRB form required a detailed 
account of how I planned to perform the research to protect the individuals who were 
willing to participate in the research. In addition to the application form, I submitted each 
participant’s letter, survey, and consent form. The content and form of the application and 
the addendum were examined. After receiving approval in November 2015, my next step 
was to secure the site. 
After obtaining permission from the Institutional Review Board (IRB) at Nova 
Southeastern University, securing the research site, and generating the questions, I 
proceeded to begin the data collection process by informing potential candidates about 
the study. It was important to find participants who met the study criteria. I selected 
participants based on the following criteria: (a) experience with the phenomenon, as 
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outlined in the upcoming demographics section; (b) willingness to participate in a lengthy 
interview; (c) willingness to allow the interviewer to audiotape the interview; and 
(d) willingness to have data published in a dissertation in addition to other publications 
(Moustakas, 1994, p. 107).  
With the permission from Apostle S. Constancia Daley, the Senior Pastor and 
founder of Rhema Word Ministries International, I addressed the leaders collectively 
after one of the monthly leadership meetings. First, I explained the purpose of the 
research, described the criteria for the participants, and explained how they could make 
contributions to the field of conflict resolution. I reminded them that their participation 
was completely voluntary and that no compensation would be provided. In addition to 
addressing the group collectively, I also approached each leader individually, explained 
the study, and then provided each with a formal letter of the material I had articulated 
orally. This personal approach gave participants the opportunity to ask me questions if 
they had some trepidation making their inquiry in front of the entire group. Of the 30 
leaders who were qualified to participate in the study, 22 accepted and notified me by 
calling the phone number provided in the letter (see Appendix B) or by approaching me 
in person before or after church services. According to Creswell (2007), up to 10 people 
could constitute an in-depth study but in order to ensure that data saturation occurred, I 
interviewed all 22 participants who gave their consent. I thanked the participants who 
declined the study for considering my request, and I did not press for a reason lest they 
feel coerced in any way to agree to the study.  
Those participants who indicated their interest met with me face-to-face to 
schedule interviews. I asked participants to complete a brief survey to verify they 
72 
 
qualified for the study, and in the process, I was also able to obtain additional data to 
complete the analysis. These additional data included demographic information such as 
affiliation to Jamaican ethnicity, age, gender, leadership title, and length of service. As 
confirmed by the participants, all were Jamaican or derived from Jamaican households. 
Most resided in Broward County, with the remaining few from the Palm Beach and Dade 
counties. Their ages ranged from 18 to 44, with the majority between 25 and 40 years of 
age. Research has indicated each generation has its own religious orientation (Fowler, 
2009); therefore, religious orientation was an important demographic variable. The 
number of participants was selected based on the point at which data saturation occurred, 
which means no new themes emerged from the data (Creswell, 2007).  
Site Selection 
Rhema Word Ministries International and its affiliates provided me with the 
opportunity to conduct this research study on a specific population in their organization. 
The organization is a multicultural, nondenominational church whose members believe in 
the practices developed by the early church (see Appendix A). Although Rhema Word 
Ministries International is similar to Pentecostal churches in its members’ beliefs 
regarding the plan of salvation (Rhema Word Ministries International, 2004), it is 
differentiated from Pentecostal churches in a few ways. First, Rhema Word Ministries 
International does not currently have a board, thus limiting bureaucracy. Leaders make 
decisions after fasting and prayer, and the Senior Pastor leads the church members in the 
direction they believe God desires.  Secondly, members at Rhema Word Ministries 
International have more freedom to choose the apparel they wear. In most traditional 
Pentecostal churches, women must wear modest apparel, avoiding jewelry and pants 
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(Zavada, 2017). However, men appear to have more freedom in choosing their 
appearance in the Pentecostal churches (Austin-Broos, 1997). 
Apostle S. Constancia Daley founded Rhema Word Ministries International in 
2004 as she obeyed the voice of God and started the ministry. Although the organization 
is relatively new, it has experienced tremendous growth in both the number of lay 
members and leaders. However, the church has also experienced dissent, and ultimately, 
some members have decided to leave. Every organization is vulnerable to conflict (Singh, 
2008)—Rhema Word Ministries International is no exception. Despite the departure of 
some of the members, Rhema Word Ministries International continues to attract people 
from all over the globe, including India, Brazil, and Colombia. The church’s strong 
growth has allowed it to expand the ministry into the academic arena. Founded in 2004, 
Rhema Word Christian Academy has grown to encompass five locations. Church 
members and students give positive reviews about the difference the organization has 
made in their lives, noting they feel a sense of family belonging.  
Data Processing 
To produce a valid study, I could not capture all church members’ experiences; 
instead, in accordance with the phenomenological approach, I chose to conduct 
interviews with a specific population who had similar experiences. Kvale and Brinkmann 
(2009) recommended following seven stages when designing and implementing 
interview studies. 
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Kvale & Brinkmann’s Seven Stages Research Design 
As I gathered information on Jamaican church leaders in conflict, I used Kvale 
and Brinkmann’s seven stages throughout the study. A description of each stage is shown 
below: 
Stage 1: Thematizing. In this stage I addressed the purpose of the study and the 
research questions to ensure the right approach was used. Before finding the right 
participants for the study, I created research questions that would address the purpose of 
the study. The central research question was, “How do the lived experiences of Jamaican 
church leaders influence their identities and conflict resolution approaches?”  I asked the 
following research questions to get an understanding of the phenomena experienced:  
RQ1: How do Jamaican church leaders’ lived experiences influence how they 
construct their identities? 
RQ2: What are the lived experiences of Jamaican church leaders that influence 
their conflict resolution approaches?  
Questions Guidelines and Format. Both the research and interview questions 
were important in generating relevant responses for the study. In order to address the 
research question, I asked open-ended interview questions to allow the participants’ 
voices to emerge clearly. The semistructured interview format allowed the participants to 
freely discuss their experiences as Jamaican church leaders engaging in conflict. A good 
interviewer does not ask the participant the research questions directly (Kvale & 
Brinkmann, 2009); instead, the researcher asks a series of questions that address the 
research questions (Kvale & Brinkmann, 2009). Therefore, I asked the church leaders the 
questions that appear in the interview guide (see Appendix C).  
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The semistructured interview format allowed the participants the flexibility to 
answer the questions completely. As I formulated each interview questions, my goal was 
to ensure that: (a) the responses fully revealed the essences and meaning of the human 
experience; (b) the responses uncovered qualitative (not quantitative) behavior; (c) the 
question engaged the entire self of the participants; (d) the question did not try to predict 
or establish causal relationships; and (e) the responses produced comprehensive 
descriptions that allowed vivid rendering of the experiences, rather than using 
measurements or scores (Moustakas, 1994, p. 105). In addition, the questions were short, 
simple, and omitted academic language (Kvale & Brinkmann, 2009, p. 131). The 
interviews revealed rich data about participants’ experiences. 
Stage 2: Designing. It was important to look at the overall design of the study 
to see whether all the resources were available to carry out the research and discern 
whether the research was worth pursuing. I looked at accessibility to the site and 
participants to ensure that I would be able to gather all the data needed for analysis. 
Apostle S. Constancia Daley, the Senior Pastor from Rhema Word Ministries 
International gave me permission to carry out the study. After completing the IRB form 
and gaining approval, 22 church leaders accepted my invitation to the study. The 
literature review showed a void in the conflict experiences for Jamaican church leaders, 
and the information gathered would be useful to researchers and practitioners so the study 
was worth pursuing. 
Stage 3: Interviewing. I scheduled the interviews based on a mutually 
agreed-upon time. Participants selected the interview venues because I wanted to make it 
convenient for them and ensure they were comfortable during the process. Convenient 
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venues included their homes, a private setting at the church, a private room in the library, 
and a private room at a business location. Most interviews occurred in the afternoon; a 
few occurred in the morning or after sunset. 
Before each interview, I reminded the participants that their information would be 
recorded; however, their information would be held in the strictest confidence and their 
identities would remain anonymous. Questions were welcomed before the recording 
started to ensure the participants felt completely comfortable about the process, but in all 
cases, no inquiries occurred prior to the interviews. As soon as the participants indicated 
they were ready to begin, I activated the recording device so that the data could be 
meticulously collected for later analysis. 
It was important to understand the viewpoints of the participants and present the 
findings through their eyes. I was sensitive to nonverbal cues and ensured that the 
meaning of the participants was relayed correctly so that the quality of the interview was 
not compromised. In the phenomenological research approach, people shape meaning, 
and at the same time, the researcher is a part of the experience. In other words, the 
meaning emerged through the interaction between the interviewer and interviewees as 
interviewees describe their own experiences (Kvale & Brinkmann, 2009). Therefore, as I 
listened to the data, I avoided assumptions based on what I thought I knew; however, the 
information was filtered through my understanding of what the participants relayed to 
me.  
Some have suggested bracketing researcher preconceptions before collecting data 
(Moustakas, 1994). However, it is impossible to bracket one’s ideas and thoughts because 
the “subject and object are united in being-in-the-world” (Tatano Beck, 2011, p. 399). 
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This means that the researcher cannot describe a subjective or objective world; rather, he 
or she can only see the objective world through a subject (Tatano Beck, 2011). Giorgi 
(2009) agreed that it is impossible to bracket within a philosophical context; instead, 
researchers should try to distinguish the current situation from past experiences. It is from 
this perspective that I approached the interviews so the data were void of my assumptions 
yet open to my subjective understanding of the events conveyed by the participants. In 
order to verify their intended meanings, I repeated any ambiguous ideas back to the 
participants for validation.  
In the interviews, participants disclosed information about their personal 
experiences. The average length for the interviews was 45 to 60 minutes. Each interview 
started with a general overview and an invitation to ask any questions before I started the 
interview. Next, I asked the interview questions in order, usually following each with 
probing questions to seek for explanation and clarification based on the information 
participants provided (Kvale & Brinkmann, 2009). This allowed me an opportunity to 
follow up on any answers that were ambiguous or required additional information. The 
interview process was flexible so that participants felt in control as they revealed data 
about their life experiences. I was careful to focus on gathering data and not deviate to 
other topics irrelevant to the research’s objective. In order to maintain my sense of 
objectivity, it was critical to remain neutral so that the participants’ meaning emerged in 
its pure form (Kvale & Brinkmann, 2009). As I collected data, I suspended judgment, 
thus honoring their meaning.  
An interesting aspect of the interviews was the power relations between the 
interviewer and interviewee. I mention this aspect because this interchange can affect 
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how a message is interpreted and what meaning is captured and recorded. The researcher 
can be considered more powerful because he or she decides the questions, controls the 
interview, and interprets what is said (Kvale & Brinkmann, 2009); however, I found that 
power was shared between the interviewer and interviewee. We negotiated the 
relationships as the interviewees disclosed information at will. Because as the researcher, 
I was seeking this information, power emerged on a continuum based on how much 
power the interviewee allowed me to have. This view of power in the interview helped to 
promote an egalitarian process and ensure that the participants’ meanings were honored. I 
confirmed participants’ meanings through paraphrasing. In addition, I offered the 
participants the opportunity to review their transcriptions so that they could verify 
whether the information still held the original meanings, thus preserving the integrity of 
the findings.  
Kvale and Brinkmann (2009) recommended keeping the goal of the research in 
mind throughout the interview process to obtain usable data. I also welcomed questions at 
the end, but in almost all cases, participants had no additional questions. The few who 
asked questions wanted to know what generated my interest in the study, who would 
have access to the information, and when the study would be completed. To each person 
who wanted to know why I chose the topic, my response was that as a Jamaican and a 
leader at Rhema Word Ministries International, I chose a topic I cared about. I wanted a 
deeper understanding of how others with similar backgrounds addressed conflict. I 
elaborate on my connection to the research topic in the “Reflexivity” section. For the 
participants who wanted to know who had access to the data, I assured each that the 
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information was confidential and anonymous. I also informed each that pseudonyms 
would be used in the report to protect their identities.   
Before exiting the interviews, I confirmed with participants that I had their 
permission to publish the data, and each consented. In reference to participants’ final 
question, I was optimistic that the research would have been completed sooner, but 
because of the rigorous nature of the process, the research schedule was a few months 
behind what I originally anticipated. In addition to the few questions asked at the end of 
the interviews, one person expressed interest in reading the results of the study, and I 
assured that individual that I would provide access to the report. Other participants 
wished me well in my studies at the end of the interviews.  
Stage 4: Transcribing. This stage pertains to how the data are transcribed from 
the audio file to the written text. A secured transcription service provider and I shared the 
transcribing of the interviews into dialogue format. All the recorded data were written 
verbatim, including vocal fillers and pauses. In addition, nonverbal behavior such as 
gestures, postures, and body movements were noted, which provided depth to the 
meaning that emerged. I played the recordings again while I reviewed the transcripts to 
ensure accurate written recording of the data. I reviewed each recording several times, 
and each transcript was reviewed on at least four separate occasions. The transcriptions 
were read in their entirety to get a sense of the whole picture (Giorgi, 2009). The 
intentions of the participants were observed and became a part of the overall sense of the 
experience (Giorgi, 2009).  
Stage 5: Analyzing. The essence of the interview must be categorized and coded 
in a meaningful way so that the data are interpreted correctly. According to Moustakas 
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(1994), the researcher needed to revisit the text repeatedly to ensure the depiction of the 
experience was accurately recorded and carried the intended meaning. I divided the 
interview transcription of the Jamaican church leaders into parts to determine the “units 
of meaning” within the descriptions. I reread the texts and indicated a mark when I noted 
a shift in meaning (Giorgi, 2009). These notations did not carry any significance; rather, 
they helped me manage the descriptions more efficiently.  
What mattered was how I transformed the meanings. Transforming the 
participants’ natural expressions of attitudes into phenomenologically sensitive 
expressions was a laborious task as I carefully noted their descriptions of the 
phenomenon. I had to infer and elaborate on the material from the text (Giorgi, 2009). 
Every description was unique, even though one phenomenon was being experienced 
(Giorgi, 2009). Even though the facts were different, the psychological meaning can be 
the same (Giorgi, 2009). Thus, I used a level of invariance to understand multiple facts.  
Since no one can enter another’s stream of experience, it is incumbent upon the 
researcher to make as explicit as possible the processes he or she is living 
through. That is why the process of determining the invariant senses is as 
protracted as it is. The critical other has the right to pursue the analysis as closely 
as he or she can. (Giorgi, 2009, p. 134)  
The turn to the phenomenological attitude is called phenomenological reduction, 
a term that signifies the leading away from the natural targets of concern “back” to what 
seems to be a more restricted viewpoint, one that simply targets the intentionalities 
themselves (Sokolowski, 2000). I reviewed each transcript at least four times to get a 
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sense of the meaning of each participant, and analyzed the data using Moustakas’ (1994) 
modification of Van Kaam’s method of phenomenological analysis. 
Stage 6: Verifying. This stage focused on generating reliable, valid, and relevant 
information. Maxwell (2005) noted that validity is “a fairly straightforward, 
commonsense way to refer to the correctness of credibility of a description, conclusion, 
explanation, interpretation, or other sorts of accounts” (p. 106). It was important that I 
remained neutral throughout the research process; otherwise, the results would not have 
been valid. Although I had my own biases as a Jamaican church leader, I had to set aside 
my suppositions. Not only was I careful to approach the study with a fresh viewpoint, but 
I continued to collect data until saturation was reached so that strong themes emerged.  
Saturation started to occur after 15 interviews, but I continued to interview 
participants to ensure that no new themes emerged. For phenomenological researchers 
seeking data saturation, the number of interviews cannot be predetermined because 
saturation can occur at any point (Gehart, Ratliff, & Lyle, 2001). After interviewing 22 
participants, data saturation occurred. Some researchers have argued that data saturation 
can occur with fewer participants; for example, Creswell (2007) mentioned that up to 10 
people could constitute an in-depth study. Breen (2008) interviewed six participants, 
which generated enough data to make a strong case. In another example, 10 Anglican 
men were interviewed about their roles, stress experiences, and problems with working 
for the church organization (Strumpfer & Bands, 1996).  
In this study, I offered each participant the opportunity to review the transcript to 
check for accuracy of interpretation. In addition, the results of the study were confirmed 
through another expert researcher, Dr. Alexia Georgakopoulos from Nova Southeastern 
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University. In qualitative studies, this form of validation, known as intersubjectivity, 
occurs when two independent researchers arrive at the same conclusion (Reyna, Eckert & 
Schiller, 2016). Although we reached consensus on many topics, we rigorously debated a 
few other topics until we reached mutual agreement regarding how the themes should be 
clustered.  
Stage 7: Reporting. The findings of the research were reported and contained 
usable data while protecting the integrity and confidentiality of the participants. The 
electronic version of the data was stored in a computer that was password-protected to 
secure its contents. After I printed data to conduct the analysis, they were held securely in 
my possession until I had the opportunity to store them in a safe in my home. The data 
will be protected in a safe and password-protected computer for a period of seven years 
after the study is completed, then they will be destroyed. 
Moustakas’ Seven Steps Phenomenological Analysis 
Step 1: Listing and preliminary grouping. During the data analysis stage, I 
highlighted relevant statements based on how they construct their identity and how they 
experience being a church leader in conflict. I gave each participant a separate tab within 
the excel spreadsheet, and every expression is treated as relevant to the experience of the 
individual (Moustakas, 1994). This means none of the statements from the participants 
was dismissed. “Every perception counts” because each “adds something important to the 
experience” (Husserl, as cited in Moustakas, 1994, p. 53). I gave each expression equal 
weight as all the other expressions. As similar themes emerged from these statements, I 
grouped and developed them into categories, a process called horizontalization.  
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Step 2: Reduction and elimination. I tested each statement for two criteria: Did 
the statement include a moment that was a necessary and sufficient constituent for 
understanding it, and could I abstract and label it? All other expressions including those 
that overlapped, repeated, and offer vague expressions were eliminated. “The horizons 
that remain are the invariant constituents” (Moustakas, 1994, p. 121). 
Step 3: Clustering and thematizing. I clustered the themes into a thematic label. 
This means I grouped them based on the core themes that emerged. Moustakas (1994) 
noted, “Every intentional experience is thematic” (p. 56). I recorded each theme on the 
excel spreadsheet. 
Step 4: Final identification of the invariant constituents and themes by 
application: Validation. I checked the invariant constituents and their themes against the 
complete record of the research participants. I selected themes that were explicit or 
compatible (Moustakas, 1994). I deleted themes that were neither explicit nor compatible 
as they were irrelevant to the experience. Because 22 individuals participated, enough 
data were collected to reach saturation as themes started to emerge.  
Step 5: Individual textual description. Based on the common themes that 
emerged, I developed a “cluster of meaning,” and then I wrote a detailed description 
(textual description). Verbatim examples from the transcripts were used to capture the 
“what” of the message, which is the noema (Creswell, 2007). I expressed the noematic 
intentions vividly using verbatim examples from the participants. The noematic 
intentions refers to participants’ emotions, feeling and consciousness, as well as the 
textual description of their experience (Creswell, 2007). 
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Step 6: Individual structural description. The structural description explains 
the “how” of the “what” was experienced. Husserl refers to this as the noetic aspect, 
where one tries to understand the reasons behind the experience. In the individual 
structural description, imaginative variation was used to help to understand “how” 
participants experienced the “what” (Creswell, 2007) of the experience. Each 
coresearcher constructed individual structural descriptions, based on the participants’ 
textural descriptions and imaginative variations. Having two researchers interpret the data 
helped developed triangulation, thereby increasing validity of the research findings. 
Step 7: Individual textual-structural description. As I analyzed the text, I 
prepared a textual-structural description of the meaning and essence of the experience for 
each research participant. Both the noema, the “what” of the experience and the noetic, 
the “how” of the experience were weaved together. The synthesizing of both the “what” 
and the “how” gives an overall sense of the phenomena experienced. I used both the 
verbatim examples, which is the textual description and the “free play of fancy,” which is 
the structural description (Moustakas, 1994) to achieve the phenomena. This step was 
especially important because each participant’s textual-structural description was looked 
at together in order to generate the composite structural description, which represented 
the overall lived experience of the group.  
Ethics 
A key part of the process involved ensuring the research was ethically sound and 
that the steps taken were transparent. As mentioned in the previous section, in order to 
produce valid results, I had to be aware of my own bias throughout the process. I took 
several steps to ensure any prior knowledge would not taint the research process. Besides 
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being aware of my biases, I had to be mindful that the steps taken were clear, specific, 
and detailed. To help accomplish these goals, I had the interviews transcribed verbatim 
and asked the participants to verify the meanings. As mentioned, the data were stored in a 
safe in my home when they were not in my possession; thus, I ensured all the data were 
protected. 
Because I was acquainted with the participants, it was easier to develop rapport; 
however, I had to address concerns of anonymity and confidentiality. About one fourth of 
the participants were concerned that other members would know about their experiences. 
I assured all the participants (especially those who were concerned about being 
identified) that only pseudonyms would be used and the data would be locked away. To 
provide added relief, I informed them that they could request a copy of the transcribed 
notes to verify for accuracy. Further, I let them know they would be able to review my 
findings and look at the manuscript before publication. With these measures in place, the 
participants indicted they felt confident with the research process. 
Creswell (2007) noted four key ethical actions that a qualitative researcher should 
consider: 
1. Protect the privacy of the interviewees. 
2. Decide whether to disclose the purpose of the research. 
3. Decide whether and how to use off-the-record information in the interviews. 
4. Determine whether the researcher’s life experiences will be shared. 
I carefully considered each of these ethical actions throughout the entire process. First, I 
protected the privacy of the interviewees by choosing secure, quiet locations. After 
collecting the data, I stored the data on a password-protected computer, and the hard copy 
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versions of the data were kept in a safe. In the reporting stage, pseudonyms were used, 
and any detailed descriptions that might point to a particular participant (e.g., unique title 
or experiences) were omitted from the quoted content while still capturing the essence of 
the experience. Second, I disclosed the purpose of the research to each participant, but as 
recommended, I concealed the actual research questions (Kvale & Brinkmann, 2009). 
Third, if participants mentioned any information relevant to the study after the recording 
ended, I consulted with the participant and received affirmation that the material could be 
included. Finally, I shared my own life experiences briefly only to build rapport or to 
respond when participants asked for an example.  
Reflexivity 
As a Jamaican and a newly trained leader at Rhema Word Ministries 
International, I was aware that the topic was personal. The advantage of having this 
background was being able to understand some of the historical context from an insider’s 
perspective. The challenge was keeping the findings objective as I incorporated literature 
from both Jamaicans and non-Jamaicans into the study. The primary mode of gathering 
information allowed me an inside perspective because I understood the language and 
cultural references made; however, to verify the information, I asked participants to 
clarify what they meant. I can recall several times during the interviews, I asked 
participants for definitions of key terms, even if I thought I understood what they 
meant—I wanted only the voices of the participants to emerge.  
Even though I had some foundational understanding, I did not take any of the 
material for granted. I made every effort to neutralize my thoughts so that the data would 
emerge in a pure form from the participants without any personal preexisting 
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suppositions. The disadvantage of having such a close connection with the research topic 
was that I had to be acutely aware of my own biases at all times; researchers without 
prior knowledge may not have needed to be as conscious about their own thoughts, ideas, 
and feelings.  
Chapter Summary 
This chapter was an important one as I outlined all the procedures of the research 
process including seeking IRB approval, interview process, storing the data, and coding 
process. Ethics and reflexivity was an important aspect of the research process, and I took 
diligent care to ensure that all ethical procedures are followed. I did not make 
assumptions but approached the study from a neutral perspective so that the results would 
be representative of the participants. After careful consideration of my role as a 
researcher, and taking all the preliminary steps to produce valid data, I now turn to the 
analysis of the findings. 
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Chapter 4: Data Analysis  
One of the most important stages in the research process is the data analysis, since 
the findings and conclusions drawn are based on the themes that emerged from the 
interviews. As discussed in the methodology, I gave careful attention to the selection 
process as I recruited the participants in order to provide valid and accurate information. 
The participants shared a common phenomenon of being Jamaican church leaders 
residing in Florida with diverse conflict experiences; even more specifically, they 
believed the doctrine taught by the New Testament Apostles. The following chart 
indicates pertinent information about the participants’ demographics, which I used in 
both analyses.  
Table 1 
Research Participants Demographics 
Pseudo-Name 
Jamaican born 
(Y- Yes/ N-No) 
Length of 
service (years) Age Range Gender 
Jessica Y, until childhood 6-10 35-44 F 
Chris  Y, until childhood 11-15 25-34 M 
Riley Y, until childhood 1-5 25-34 F 
Catherine N, affiliated- family 1-5 35-44 F 
Eva N, affiliated-family 1-5 18-24 F 
Anthony Y, until adulthood 1-5 35-44 M 
Juan Y, until adulthood 1-5 25-34 M 
Colette Y, until childhood 6-10 25-34 F 
Stewart Y, until childhood 6-1 25-34 M 
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Table continues 
Table 1 - continued 
Pseudo-Name 
Jamaican born 
(Y- Yes/ N-No) 
Length of 
service (years) Age Range Gender 
Marianne N, family affiliated 1-5 35-34 F 
Michael N, family affiliated 1-5 18-24 M 
Cynthia Y, until adulthood 1-5 25-34 F 
Andrew Y, until adulthood 1-5 35-44 M 
Jeremy Y, until childhood 11-15 35-44 M 
Elizabeth Y, until adulthood 11-15 35-44 F 
Tony Y, until adulthood 6-10 35-44 M 
Julia Y, until adulthood 1-5 35-44 F 
Zoey Y, until adulthood 1-5 35-44 F 
Emma N- family affiliated 1-5 25-34 F 
Antoinette Y, until childhood 1-5 35-44 F 
Micayla N, family affiliated 1-5 35-44 F 
Ann Y, until childhood 1-5 25-34 F 
Kvale & Brinkmann’s Seven Stages Research Design 
The analysis would not have been possible without a detailed procedure of 
collecting the data. As described in Chapter 3, I used the seven steps of Kvale & 
Brinkmann to obtain the data. Below is a summary of each of the steps. 
Stage 1: Thematizing 
In this stage I looked at the purpose of this study and the research questions to 
ensure the right approach was used. The central research question was, “How do the lived 
90 
 
experiences of Jamaican church leaders influence their identities and conflict resolution 
approaches?” I asked the following research questions to address the central research 
question: 
RQ1: How do Jamaican church leaders’ lived experiences influence how they 
construct their identities? 
RQ2: What are the lived experiences of Jamaican church leaders that 
influence their conflict resolution approaches?  
Stage 2: Designing 
It was important to look at the overall design of the study to see whether all the 
resources were available to carry out the research and discern whether the research was 
worth pursuing. I consulted with Apostle S. Constancia Daley, the Senior Pastor of 
Rhema Word Ministries International to gain access to the site. I also completed the IRB 
form, and was approved to pursue the study. There was a need to understand the lived 
experiences of Jamaican church leaders so the study was worth pursuing. 
Stage 3: Interviewing 
During the face-to-face interviews I noted not only the content, but also how 
messages were expressed. I was mindful of nonverbal cues and ensured that the meaning 
of the participants was relayed correctly so that the quality of the interview was not 
compromised.  
Stage 4: Transcribing 
This stage addressed the transcription of the data from audio file to the written 
text. A secured transcription service provider and I shared the transcribing of the 
interviews into dialogue format. I transcribed all the recorded data verbatim, including 
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vocal fillers and pauses. In addition, I noted nonverbal behavior such as gestures, 
postures, and body movements, which provided depth to the meaning. 
Stage 5: Analyzing 
The essence of the interview must be categorized and coded in a meaningful way 
so that the data was interpreted correctly. I divided the interview transcription of the 
Jamaican church leaders into parts to determine the “units of meaning” within the 
descriptions. I reread the texts and indicated a mark when I noted a shift in meaning 
(Giorgi, 2009). I used the Moustakas’ seven steps phenomenological analysis, which will 
be discussed in the next section. 
Stage 6: Verifying 
In this stage focused on generating reliable, valid, and relevant information. I 
remained neutral throughout all 22 interviews while allowing them to express their 
experiences in conflict. Although I had my own biases as a Jamaican church leader, I had 
to set aside my suppositions. Not only was I careful to approach the study with a fresh 
viewpoint, but I continued to collect data until saturation was reached to produce strong 
themes. 
Stage 7: Reporting 
I reported the findings of the research, which contained usable data while 
protecting the integrity and confidentiality of the participants. The electronic version of 
the data was stored in a password-protected computer to secure its contents. After I 
printed data to conduct the analysis, I held them securely in my possession until I had the 
opportunity to store them in a safe in my home. The data will be protected in a safe and 
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password-protected computer for a period of seven years after the study is completed, 
then they will be destroyed. 
Moustakas’ Seven Steps Phenomenological Analysis 
I analyzed the data using Moustakas’ modification of Van Kaam’s method of 
phenomenological analysis. I conducted two separate analyses, one for each part of the 
research question. The steps included: 1) listing and preliminary grouping, 2) reduction 
and elimination, 3) clustering and thematizing the invariant constituents, 4) validation, 5) 
individual textural description, 6) individual structural description, and 7) textual- 
structural description. Using the textual-structural description, “a composite description 
of the meanings and essences of the experience, representing the group as a whole” 
(Moustakas, p. 121, 1994) will be developed at the end of the seven-step process. All the 
steps will be described in detail below.  
Step 1: Listing and Preliminary Grouping  
The first stage consisted of listing every expression relevant to the experience, a 
process called horizonalization. I gave each expression equal weight as all the other 
expressions. This meant that every statement relevant to the experience was important 
and captured using separate lines in Microsoft Excel. I gave each participant separate tabs 
within the Excel spreadsheet so that careful attention was given to each individual during 
each step of the analysis.  
I randomly selected five expressions to illustrate the first step of the analysis. For 
example, Eva said, “I think, sometimes people begin to see your value. And then, um, as 
you begin to work more and more, these people will build relationships with them. They 
begin to see, like, the additional value of something.” Another example was when Chris 
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said, “I was very upset . . . because the decision inadvertently affected me.” Marianne 
said, “I view myself as a leader that people can trust me. I feel like, like when you look at 
me you find trust.”  In another example Michael said, “I guess, being open minded. I 
think that’s the biggest thing, you always want to see another person’s point of view.” 
The last example of horizonalization is captured in Elizabeth’s statement, “I’m a guide 
and we can look at it with the scriptures. We can see what the end results will be.” These 
five expressions are examples of statements that captured an experience. After reviewing 
all 22 individual transcripts, there were 811 expressions that were relevant to the 
experience. 
Step 2: Reduction and Elimination 
In the second step, I reviewed each expression initially noted and checked for two 
things. Firstly, “does it contain a moment of the experience that is a necessary and 
sufficient constituent for understanding it?” and secondly, “is it possible to abstract and 
label it?” (Moustakas, 1994, p. 121). If both criteria were met, it became a horizon of the 
experience. Statements that did not meet both requirements were deleted. In addition, any 
duplicate, overlapping, or vague statements were also deleted. “The horizons that remain 
are the invariant constituents of the experience” (Moustakas, 1994, p. 122). 
I examined each expression on numerous occasions to determine whether it met 
the two criteria Moustakas recommended. Once the statement captured an experience, I 
labeled it according to the experience described. This process allowed a clear horizon of 
the experience to surface. All the other statements were removed from the analysis. After 
reviewing all 22 participants, there were 122 horizons, which became the invariant 
constituents. Five examples of invariant constituents are illustrated: Elizabeth affirmed, 
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“My faith is a foundation of who I am.” Andrew said, “If you have a good idea pertaining 
to the team—ideas that can make the team a better—[you should share it] because the 
praise team is not one person; it’s a group of people—and I think that every person on the 
team should have a say.” Another example of invariant constituent was when Chris 
stated, “We only have one heart, and it’s the same heart that you love with is the same 
heart that you have to forgive with.” Anthony said, “I’m the type of person who 
automatically—I’m gonna go to the source,” and Catherine stated, “First, I pray about 
it—before you address anything, you try to figure out what you’re going to say and how 
you’re going to say it.” These represent five examples of the 122 invariant constituents. 
All 122 invariant constituents were clustered into themes in the next step of the analysis. 
Step 3: Clustering and Thematizing the Invariant Constituents 
I clustered the invariant constituents into themes so that the data could be 
organized. First, I generated themes for each individual addressing each part of the 
research question, and then I addressed the group collectively. There were two to eight 
themes reflecting each individual’s identity, and two to seven themes reflecting each 
individual’s conflict resolution approaches. Below are the thematic results for all 22 
participants. 
Identity themes. RQ1: How do your lived experiences influence how you 
construct your identity? 
Jessica’s Identity Themes 
 Theme 1: Being a mentor/role model. 
 Example 1: “A lot of people look up to me because I have been saved 
for years. I’ve gotten saved since I was younger so once other new 
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members come in they see me there. They see what I do, so they look 
up to me as a role model.” 
 Example 2: “I do like to lead young people in the right direction and 
want to see better for them. I want them to get where they are going in 
life.” 
 Theme 2: Establishing better connections. 
 Example 1: “I think spending time with someone is the best way of 
getting to know someone.” 
 Example 2: “Well, also, what we are doing now as a leadership 
body—we didn’t used to go out and hang out and learn each other a 
lot.” 
Chris’ Identity Themes 
 Theme 1: Being a mentor/role model. 
 Example 1: “The youth in our ministry look up to me. Uh, there are 
other people, of course, in our ministry that look up to me for different 
reasons.”  
 Example 2: “The impact that I make—well, I guess that I make is that 
I’m helping to form a new culture within them, you know, helping to 
form new cultures. It’s a different culture from what they are 
accustomed to because kingdom cultures are different from what we 
used to do in the world.” 
 Theme 2: Counseling others. 
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 Example 1: “I’ve actually had to . . . give Biblical counsel and advice 
to the congregants and non-congregants.” 
 Example 2: “I’ve had to deal with, um, situations where the person 
was done with the relationship.” 
Riley’s Identity Themes 
 Theme 1: Being a mentor/role model. 
 Example 1: “I am mostly for the young people. They can come to me 
and we can talk about stuff that they could not talk to their parents 
about—issues that they are dealing with at home.” 
 Example 2: “I believe I have more impact on the young people. Um—
adults—I’ve never really had to deal with adults so much but young 
people, I have more experience with them.” 
 Theme 2: Connecting with God. 
 Example 1: “I like to hear from God [laughed] so I have learned to not 
let my anger get to a place where I can’t function.” 
 Example 2: “I’ve never gone to a place where my anger was out of 
control where I needed days to deal with it because God would never 
make me sleep—so as a prophet I know better.” 
Catherine’s Identity Themes 
 Theme 1: Being open-minded. 
 Example 1: “I’m not close-minded where I push my values or beliefs 
on others. I am open to your beliefs, and I’m open to your values also. 
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I would hope in return that the other person would also be open to my 
beliefs and my values.” 
 Example 2: “When it comes to the way in which you address stuff, 
whether conflict or otherwise, you have to be open-minded in how you 
address it from that person’s environmental perspective.” 
 Theme 2: Supporting the pastor/ministry. 
 Example 1: “I always considered myself a leader in that aspect, and as 
I got older, I became a part of other clubs. When I went to college, I 
became a part of the pre clubs, the predental or the premedical club, 
and I took on roles of leadership, and bring that service to the church.” 
 Example 2: “I think in terms of what I bring to the table that might be 
of great value towards our organization—I mean in terms of 
knowledge, and in terms of exposure, and in terms of, um, previous 
activities I might have been engaged in. [Those things] would be a 
plus in the organization that I’m leading with.” 
 Theme 3: Being a mentor/role model. 
 Example 1: “Yes, and all of these young ladies, they have different 
paths. What I’ve seen already just by being there at Rhema—I noticed 
that sometimes they have different challenges. It could be because of 
their age, it could be because of their environment, or it could be just 
because of other—you know—other issues, other things that are 
coming on to a full plate; however, when I bring these girls together I 
instill in them that you are the person that determines where you go.” 
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 Example 2: “What I try to tell them [girls] is, ‘If you’re having a 
stressful time, it doesn’t matter why—see dance as a way of releasing 
that. So instead of channeling that energy in a negative vibe, channel 
that energy into your dance. If you’re going through—let’s say you 
came to practice, you had a rough day, maybe you had a test, and 
didn’t do as well as you expected to do. Okay, that kind of bottles up 
within you. You need that energy to be released. ‘Are you gonna cry 
about it? Are you gonna scream? Are you gonna confront somebody 
about it?’ You understand? Before you do that, when we begin to 
practice, before we practice, we always pray, so that’s the door-opener, 
and when we begin to practice, that negative energy that you have 
already within, channel that out as positive energy.” 
 Theme 4: Finding strength in God. 
 Example 1: “I think because of my walk with God. I wasn’t a 
Christian—I knew the way of the world . . .  I lived the way of the 
world, and the way of the world is more aggressive. I was aggressive. I 
had to make happiness. It’s almost like I had to purchase everything 
that I wanted. The only thing I didn’t purchase was breath, but when I 
found God, I realized that I didn’t have to purchase anything because 
he purchased them for me.” 
 Example 2: “If I can’t be true to God, then who can I be true to? If I 
can fake God, I could fake anybody else. I hold God as a very 
invaluable source in my life, so if I’m gonna hold Him [God] as a very 
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invaluable source for my life, then everything that I try to do, I do it to 
the best of my ability. So my values would never decrease, it can only 
increase.”  
Eva’s Identity Themes 
 Theme 1: Supporting the pastor/ministry. 
 Example 1: “I do a lot of design at our church.” 
 Example 2: “I am involved with the youths in the ministry.” 
 Theme 2: Being a mentor/role model. 
 Example 1: “People look up to me, as I said before. Sometimes it’s 
hard to know. Maybe amongst the people that is now at the same level 
as I am.” 
 Example 2: “I have to set the examples of how to deal with certain 
things and I don’t want to be a bad example.” 
 Theme 3: Being affected by others. 
 Example 1: “Sometimes I don’t think I have any [impact] because no 
one has said anything. I deal with mostly teenagers and children, and I 
know that they look up to me but—in terms of persons that are senior 
to me, I don’t think I have much impact.” 
 Example 2: “Maybe just because they’re senior to me—nobody’s ever 
said anything, so I don't really know—like if you don’t say it, how am 
I supposed to know?” 
 Theme 4: Motivating members. 
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 Example 1: “I’m also a singer, and sometimes when I ask other people, 
‘You know, you should do a song,’ especially, um, with kids because I 
deal mostly with teenagers. They’ll be like, ‘Ahh, no.’ Maybe they’re 
just not confident or something. But, I think they can, I think they 
should try.”   
 Example 2: “I bother them [laughed] if I can say it like that. Be like, 
‘Man, come on, you can. You know, you should try.’” 
 Theme 5: Establishing better connection with others. 
 Example 1: “Yeah, what I mean is, um, as a leader, I have a lot of 
responsibilities, so I can’t always interact with people. I can’t interact 
with everybody one-on-one and get to know everybody one-on-one. 
But, at the same time, it’s my job to have a general idea of all of the 
people that attend my church.  
 Example 2: “I need to know them [members], even if I don’t know 
their name.” 
 Theme 6: Collaborating as a team. 
 Example 1: “Sometimes, it’s me. It’s not always the other person. Um, 
and [I] just try to approach it in a way that we can work together.” 
 Example 2: “We can work together to get over whatever it is that’s 
causing the hiccup.” 
Anthony’s Identity Themes 
 Theme 1: Embracing family. 
 Example 1: “I would say the number one thing is family.”  
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 Example 2: “Um, not necessarily a two parent home, mother or father, 
cause I grew up as in a single family home. My mom is the dominant 
[parent] in charge.” 
 Theme 2: Connecting with God. 
 Example 1: “So, family first and then I would say religion because my 
mother introduced me to religion and together that you know, kind of 
shaped me—who I am today.” 
 Example 2: “When I say religion I like to say the term spirituality 
because I don’t like the term [religion], I don’t really. I say religion 
because that’s what we’re all used to saying—but I believe in more 
spirituality and a connection to an experience with God or who you 
believe this God to be—and for me I believe in Jesus Christ and that’s 
who shape my life, my life after and . . . guide me throughout life.” 
 Theme 3: Being a mentor/role model. 
 Example 1: “Well I think, I think a lot of people look up to me, 
especially some of the men in the church whether they’re married or 
unmarried—I try to live my life a certain way but we’re all never 
perfect. We all repent every day. I’m not saying we are perfect but you 
just have to overcome temptations because—as a leader there are a lot 
of people watching you.” 
 Example 2: “There are a lot of people watching you because they want 
to be like you—they want to emulate your lifestyle or have what you 
have—and there’s nothing wrong with that.” 
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 Theme 4: Supporting the pastor/ministry. 
 Example 1: “The men like to bleed women down. So, I’ll stand with 
Apostle when she needs me to stand with her. Um, she’ll call and say, 
‘Anthony I need you here’ because this, that and the other.” 
 Example 2: “I know how traditional churches are and they don’t 
believe a woman should lead. So I’ll be there to say, ‘Look, I’m a big 
strong man and that’s my leader. I submit to her and I’m standing here 
with her.’ So, I’m kind of there as her support as well as being that 
male role model.”  
 Theme 5: Persevering in spite of challenges. 
 Example 1: “I think through you know, how my family is—we’re used 
to going through tough times and we’re used to—you know— that 
okay this happened, let’s make a decision.”  
 Example 2: “So, that was a point in my life where I had to make a 
tough decision, so that’s— you know, a fork in the road for me.” 
 Theme 6: Motivating members. 
 Example 1: “The team could come together and say, ‘Hey, listen, go 
help sister so and so, go help brother so and so.’ Most people won’t 
deny help.” Example 2: “I think as a leader we almost have to extend 
that olive branch out to say, ‘Listen, could you come by and help out.’ 
People love that because—you know, instead of being home Friday 
night missing the club, you’re at church Friday night putting together 
Hallelujah night so now you feel a part of it.”  
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Juan’s Identity Themes 
 Theme 1: Discovering purpose in God. 
 Example 1: “I am at a place where [I’m] just kinda wanting to—just be 
better for the ministry, you know—a better servant.” 
 Example 2: “Operating [in] gifts that God has given me to help the 
ministry, that’s what I want to see myself evolve into.”  
 Theme 2: Finding strength in God. 
 Example 1: “We have to make sacrifices. When that fire is there, it 
continues to keep the flame blazing because that’s what you hold unto 
when things are going wrong.”  
 Example 2: “All that stuff going on with cops, and all that stuff going 
on in the media, and all that stuff—alright! I want to hold on to 
something a lot stronger, and I believe that the Master has it.” 
 Theme 3: Persevering in spite of challenges. 
 Example 1: “We lived in a certain part of Fort Lauderdale. It’s called 
Lauderdale Manors. It’s on the east side of Fort Lauderdale. It’s a 
rough neighborhood.” 
 Example 2: “Then, at a certain age—because of issues with my mother 
and father, I moved to a place off of 56
th
 Ave, which is also considered 
very rough. Yes, on 56
th
 Ave back in 1992-1996. That was rough!” 
 Theme 4: Being a mentor/role model. 
 Example 1: “[I] use the knowledge that God has given me to be able to 
help people to experiencing what I experienced—taking the steps to 
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experience it in Christ, and also to be a great business owner. For 
example to those that are of my culture, you know—of my race, ‘Hey, 
you don’t have to be a rapper or basketball player, or an entertainer. 
You can be in something else and still be successful.’”  
 Example 2: “I think most of the young men like what they see in me . . 
. being involved as an usher and growing—and they are seeing an 
active male, you know, it’s definitely influential.” 
 Theme 5: Being open-minded. 
 Example 1: “I’ve learned that you cannot go through life without 
experiencing something that you did not learn from.” 
 Example 2: “I try to approach the situation with an open mind frame.” 
 Theme 6: Being shaped by environmental culture. 
 Example 1: “Social influences can change, you know—what kind of 
person you become and that goes back to who you associate yourself 
with.”  
 Example 2: “A part of what can help to shape you, or even destroy 
you—is where you come from, what you have experienced, your 
environment, and how you were raised—what you have experienced 
can help to shape your identity.” 
 Theme 7: Collaborating as a team. 
 Example 1: “Rhema’s objective, which eventually is God’s objective, 
to save souls by ministering to people in various ways. We have to 
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move as a unit. Everybody has to be on the same page and I feel if it is 
not, I am going to say it and I am going to talk about it.” 
 Example 2: “We’re all in this together. Yes, that’s my expectation in 
leadership.” 
 Theme 8: Supporting the pastor/ministry. 
 Example 1: “The spirit man in me wanting to see things get done—
wanting to see things done right. I guess that would naturally lead me 
to become an usher—to start off [and] to be able to be the ‘eyes’ and 
‘ears.’ because that’s what ushers do—we’re operating—making sure 
that the place is clean, people are greeted, people are seated, 
establishing and managing some form of order in the church.” 
 Example 2: “Apostle knows I am the type of guy that’s going to get 
the job done—the kind of guy that is very loyal, very faithful and that 
is important, especially when you are building a ministry or a 
foundation.” 
Colette’s Identity Themes 
 Theme 1: Discovering purpose in God. 
 Example 1: “You have to humble yourself because the whole point in 
being in church—to save souls. It’s not about you, but it’s about God 
and His people.” 
 Example 2: “Honestly, it’s not about you—it’s always about God’s 
people and discipleship.” 
 Theme 2: Supporting the pastor/ministry. 
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 Example 1: “The responsibility of the leader is to serve. So it’s to 
serve whole heartedly.” 
 Example 2: “I have many roles in the church . . . my role is to serve the 
children of God.” 
 Theme 3: Establishing better connections. 
 Example 1: “Usually what I try to do before I moved is—once a month 
every Sunday—Rick, Tia, my husband and I, we’d invite somebody 
over for dinner or we try to do something together.” 
 Example 2: “We try to incorporate it [dinner] so people in the—you 
know—outside of leadership won’t feel like ‘leaders are stand-
offish.’” 
 Theme 4: Having greater self-awareness. 
 Example 1: “I was once in a relationship before I got married, and that 
really did change my life.” 
 Example 2: I think everything happens for a reason because—at that 
time I had an extremely low self-esteem and I got to realize you I 
[emphasis] was.” 
Stuart’s Identity Themes 
 Theme 1: Leadership is more than a title. 
 Example 1: “Just because you have the title that means, ‘Oh, I’m a 
leader!’ Not necessarily.” 
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 Example 2: “Oh, this person has a higher ranking title—that means 
that they know it all, and they’re the best at this and they can do [it] 
all—it’s not really so.” 
 Theme 2: Having greater self-awareness. 
 Example 1: “Well, there are certain characteristics that I believe, uh, 
would shape you—certain morals. Beliefs, of course is a part of it—
integrity, character, honesty—stuff like that.” 
 Example 2: “What I try to be in church is what I try to be outside [of] 
church. I’m not trying to be two different people, here [in the world] 
and there [church], because that’s too much. So if I hold integrity, 
being honest, being forthright—all of that out here in the world, [then] 
I want the same to happen in ministry.” 
 Theme 3: Supporting the pastor/ministry. 
 Example 1: “That [responsibilities] would entail anything as far as—
opening up the building, getting the place set up for services, uh, if 
there are any third party or any outside vendors coming in—meeting 
with them, uh, getting whatever requirements they need for them to 
accomplish their role, getting that taken care of, getting them situated, 
if there are any ministers uh, being an aid for them.” 
 Example 2: “I can change the lights, I can change the door lock, I can 
paint a room.” 
Marianne’s Identity Themes 
 Theme 1: Collaborating as a team.  
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 Example 1: “I’m a team player.”  
 Example 2: “I’m trying to definitely be there more—be involved.” 
 Theme 2: Discovering purpose in God. 
 Example 1: “I just know that—you know, I’ve been called to ministry. 
It’s not by chance [that] I’m in the ministry. I feel like it’s a true 
calling.” 
 Example 2: “I’ve been here for like ten years. So just like being in the 
church, I guess it’s just a calling that I have. It’s an anointing 
possibly—you know—that I’m here for this reason for this time.” 
 Theme 3: Desiring to maximize value. 
 Example 1: “I believe that I’m not accessing my total value right now 
in ministry just because [of] my other schedule. It’s hard for me to 
actually be in church because of my schedule.” 
 Example 2: “I’m trying to be more available but I also feel like I 
provide value.” 
 Theme 4: Gaining trust from others. 
 Example 1: “I view myself as a leader that people can trust. I feel 
like—like when you look at me you find trust.” 
 Example 2: “I just feel like I have the leadership qualities when people 
look at me they feel like they can trust me.” 
 Theme 5: Being a mentor/role model. 
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 Example 1: “I mean—I see myself impacting the younger kids—being 
a part of the Rhema Word Christian Academy for three years starting 
off the school.” 
 Example 2: “I feel like my impact—you know was greater than what it 
is now—but something with the young kids.” 
 Theme 6: Supporting the pastor/ministry. 
 Example 1: “We had to kind of transition in that short time to an 
unknown location. But—you know, I feel like supporting the Apostle 
during the entire transition was important because even though she’s 
the head—the head of the church, and she [is] led by God, she still is 
weak at times, you know—she needs our support as leaders.”  
 Example 2: “She [Senior Pastor] needs us to do what she has 
envisioned us to do to [provide] support [for] her, you know?” 
Michael’s Identity Themes 
 Theme 1: Being a mentor/role model. 
 Example 1: “I think that’s the main role of a leader—bringing people 
in, taking people under your wings, doing stuff that kinda helps them. I 
am there to help.” 
 Example 2: “Being a mentor to the saints—you know—helping them 
with anything they need help with. Being useful—just kind of being 
there.” 
 Theme 2: Establishing better connection with others. 
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 Example 1: “Like ‘Hi, my name is brother Michael’—you know 
connecting with them, calling outside of service, you know interacting 
with them.”  
 Example 2: “If they didn’t come to Bible Studies, say ‘Oh, I didn’t see 
you in church. Do you need prayer?’ and stuff like that.” 
 Theme 3: Collaborating as a team. 
 Example 1: “There needs to be co-operation for us to work in the same 
arena.”  
 Example 2: “We need to work together because we’re a team.” 
Cynthia’s Identity Themes 
 Theme 1: Exercising faith in God 
 Example 1: “When I need help, when I need sustenance—He [God] is 
my main person. Even now—living in Florida, I don’t really have any 
family here.” 
 Example 2: “I took a car out by faith, I came in this apartment by faith. 
Everything I did by faith . . . He [God] gave me everything.”  
 Theme 2: Connecting with God. 
 Example 1: “Once I’m alive and I can wake up, I am happy. This joy 
that I have is something that I’ve gained over a number of years by 
having nothing. So, it doesn’t matter if He [God] gives me nothing. 
It’s just that I seek for Him and I [have] found Him and we’ve built 
that relationship.” 
111 
 
 Example 2: “My relationship with God is not necessarily somebody 
preach and say, ‘Hey, there is a God! Read your Bible—it’s in the 
Bible.’ No, my relationship is first seen, first observing the things 
around me, the people around me, and then asking myself questions, 
‘How? Why? When? Where? How? Then I went seeking.’” 
 Theme 3: Discovering purpose in God. 
 Example 1: “I ask God, ‘What’s my purpose? Why is this happening 
to me? What should I expect from this?” 
 Example 2: “Sometimes I’ll see things that are going to happen, but I 
would pray—and it’s a privilege when I can intercede for people. Um, 
because, when one soul gets saved, it’s like I feel this joy—you know. 
I am so joyful—so I have this joy when I really help someone to get a 
breakthrough.” 
 Theme 4: Finding strength in God. 
 Example 1: “There must be something that wakes me up in the 
morning—something that made all of this that I am. Something that—
that force, that being, that energy, whatever—but, that’s what I found 
and I call that being—my God.” 
 Example 2: “I got pregnant with my son. When I was pregnant with 
my son, um, the father left. So then I was working, then . . . I got time 
off. I didn’t have enough money, so I practically had nothing and when 
you have nothing, it’s either you go find some other source—
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whichever source it is, or you really trust in God—and I chose to trust 
in God.” 
 Theme 5: Being shaped by environmental culture. 
 Example 1: “When we were growing up, we had to talk to people in a 
certain manner—we said, ‘Good morning,’ ‘Good evening,’ ‘Good 
afternoon’—the mannerism.” 
 Example 2: “So, I think my culture played a role in who I have 
become. When I was younger, our parents were strict. I couldn’t stay 
up late at nights, I couldn’t curse foul language, and I couldn’t 
disrespect my elders. In my culture you are taught manners.” 
 Theme 6: Conforming to the rules of the organization. 
 Example 1: “When you, when you are at a certain level, certain things 
are required . . . . So, I had to kill that part of me that says, ‘I don’t 
like—I don’t want this’—that rebellious part of me because that’s the 
woman [Senior Pastor] God set over me.” 
 Example 2: “So, I had to change my dressing [laughed]. It was—it was 
very hard. I still wanted to wear short, sexy clothes.” 
 Theme 7: Supporting the pastor/ministry. 
 Example 1: “Service—I will give of myself. It doesn’t matter [the 
task]. If you want, I’ll help you clean the toilet.” 
 Example 2: “If somebody needs, um, assistance, I’m always giving 
service.” 
 Theme 8: Motivating members. 
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 Example 1: “I know when I smile, people smile [laughed]. I, um, and I 
think that’s a good thing, because sometimes you just need to smile.” 
 Example 2: “When you have a bad day and you, you just need to 
smile. Yeah, sometimes, you know—if you are in a grumpy mood, I 
will smile—and I think that helps.” 
 Theme 9: Having a spirit of humility. 
 Example 1: “I think of myself to be—I’m not boastful.” 
 Example 2: “If they were ever to say ‘come and confess your sins at 
the altar,’ I'm the first one to go [laughed].” 
 Theme 10: Being raised to have morals. 
 Example 1: “I used to ask, ‘How are manners going to help you when 
you get older?’ But—it does help you, because you get favor from 
people when you’re polite.” 
 Example 2: “That’s a part of our culture—to grow children stern. 
You’ve got to keep focus, you’ve got to keep moving, you’ve got to—
you’ve got to go to school, you’ve got to get education, you’ve got to 
have manners, you’ve got to be disciplined.” 
Andrew’s Identity Themes 
 Theme 1: Being shaped by environmental culture. 
 Example 1: “Discipline plays an important role in my life. It’s the way 
I was brought up. You know, so it’s like—everything I put myself in, I 
definitely apply discipline.” 
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 Example 2: “If you’re going toward something, it takes discipline. 
Discipline is a very important part of our culture.” 
 Theme 2: Desiring to maximize value. 
 Example 1: “As a leader in the church I don’t think I’m doing what 
I’m supposed to be doing.” 
 Example 2: “Basically you can’t come and sit down and warm bench. 
That’s not what the Lord put me in for.” 
 Theme 3: Supporting the pastor/ministry. 
 Example 1: “I’m not allowed to do certain things—so I just wait until 
somebody says, you know, ‘Go ahead and do that.’” 
 Example 2: “I want to support the ministry.” 
 Theme 4: Being vocally expressive. 
 Example 1: “I’m very vociferous, you know, I tend to talk loudly, you 
know. Each time I talk, you know—people respond when I speak 
loudly.” 
 Example 2: “My voice is loud and people pay attention.” 
 Theme 5: Listening to everyone is important. 
 Example 1: “Everybody’s voice is important.” 
 Example 2: “I think you should be heard.” 
 Theme 6: Collaborating as a team. 
 Example 1: “If you have a good idea pertaining to the team—ideas that 
can make the team a better—[you should share it] because the praise 
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team is not one person; it’s a group of people—and I think that every 
person on the team should have a say.” 
 Example 2: “I am willing to work with others on a team.” 
 Theme 7: Being affected by others. 
 Example 1: “When your ideas are dismissed, you tend to don’t want to 
get involved in anything.”  
 Example 2: “Sometimes I don’t even know how others feel about me.” 
Jeremy’s Identity Themes 
 Theme 1: Embracing family. 
 Example 1: “I say family mostly is the one who I would put at the top 
because friends can come and go but family will always be there.”  
 Example 2: “Family is the one I’ll say shaped my identity because 
without them, you know, we wouldn’t have a light to really guide you 
in the right path to take.” 
 Theme 2: Being shaped by environmental culture. 
 Example 1: “What’s going on in the world right now with everything 
that’s taking place, it makes you look at things differently. It 
sometimes can make you think of who you are, or how you were 
raised and you wonder if any of those things—you know—can 
change.” 
 Example 2: “When I look at what’s going on in the world right now 
with the violence, police brutality and what’s going on—it makes me 
wonder.” 
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 Theme 3: Supporting the pastor/ministry. 
 Example 1: “You know, you may not see me, um, being active all the 
time or whatever, but I’m there just in case, um, she [the Senior 
Pastor] wants help, whatever the case may be.” 
 Example 2: “I’m of value in that sense because if she’s not capable of 
doing stuff then I know I’m there to assist in every way.” 
 Theme 4: Motivating members. 
 Example 1: “I’ll say I have a strong impact on many of the members 
because if they want to talk to me—somebody to listen, then I’m 
there.” 
 Example 2: “I’m there to talk or to encourage them, you know, and 
show them which direction to take if they want some words of advice 
or whatever they need.” 
 Theme 5: Discovering purpose in God. 
 Example 1: “As a minister, you have to kind of allow the Lord to lead 
you in such a way where you can allow whatever God’s speaking to 
you, to touch this person and that person because everybody’s going 
through something different.” 
 Example 2: “Not everybody’s going through the same thing every time 
they come to church—see what I’m saying? So that’s why I say—like 
you have all these different things, so as the minister you have to allow 
yourself to hear from God in a way that can touch this one or that one 
so everybody can leave and be fulfilled.” 
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  Theme 6: Finding strength in God. 
 Example 1: “Regardless of whatever’s going on, you still have to have 
a firm footing in your belief in God and in your standards, which could 
propel you regardless of whatever’s going on in the world.” 
 Example 2:  “As long as you believe in God, you’ll find strength. You 
have to stand for something or else you’re going to fall for anything.” 
 Theme 7: Persevering in spite of challenges. 
 Example 1: “Yeah, I remember, uh, back in high school. Yeah, it was 
back in high school one time, um, and I was sitting down and some 
kids were like just—you know, messing with me and throwing stones 
and stuff, I went after him . . . even if there’s nobody there to actually 
hold you back or whatever—you have to kind of allow yourself to, you 
know—even when you’re heated—to kind of allow your own self to, 
to find a place where you could say, ‘No, this is, this is not okay, I 
can’t do that.’” 
 Example 2: “When I look at what’s going on in the world right now 
with the violence, police brutality and what’s going on—it makes me 
wonder—because even though I was raised to, respect authority . . . I 
have to still know stuff happens. It makes me look back—should I 
probably just disregard all those things altogether? But then based on 
the way I was raised, I will look back and say, ‘No, I can’t really do 
that because I have to still stand up for who I am.’” 
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Elizabeth’s Identity Themes 
 Theme 1: Discovering purpose in God. 
 Example 1: “At the end of the day, I am called here for a purpose and 
even on my bad days God will get the glory out of it.” 
 Example 2: “I believe God purposefully created me and—because He 
did it purposefully, He gave me a purpose—and every day I live, I live 
with a purpose mindset.” 
 Theme 2: Connecting with God. 
 Example 1: “I believe my faith is a foundation of who I am. My belief 
system is grounded on God.” 
 Example 2: “My faith is that I believe that God created me. My faith is 
I believe that He saved me—and again not only the creation but [in] 
the saving there is something valuable in me—even on days when I 
would think negatively.”  
 Theme 3: Being affected by others. 
 Example 1: “My view of myself is a reflection of what I believe other 
people think of me.” 
 Example 2: “I believe that other people see me highly, [they] see me 
how I see myself.” 
 Theme 4: Being a mentor/role model. 
 Example 1: “I am in preparation for the final return of Christ and my 
assignment—as the scriptures said in Ephesians Chapter 4—our 
assignment is to bring the church—bring all into the unity of the faith, 
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that we are no more like children tossed to and fro with every wind of 
doctrine—so my assignment is to teach.” 
 Example 2: “I am sent by God to teach God’s people how to live again 
by faith. Not giving the enemy room in their lives with things he 
attacks us with to make us fearful.  My assignment is to get everybody 
again to look back up at Christ.” 
 Theme 5: Persevering in spite of challenges. 
 Example 1: “It took me a while to realize that some things will happen 
regardless and that uh, again all things work together for good. So I’ve 
become—since then I think I’ve become stronger in God.” 
 Example 2: “I’m more resolved that in spite of what comes or goes, I 
am called to do what I am called to do—and if I do it with 50 people 
or if I do it with 100 people or if I do it 1, I’ll still do it. That’s my new 
resolve.” 
Tony’s Identity Themes 
 Theme 1: Discovering purpose in God. 
 Example 1: “You know, personally I could probably never be an 
ambassador for any country, but I can be an ambassador for Christ. So, 
you know I carry myself like I’m an ambassador—so whatever 
ambassador so, that’s what I do, I represent the kingdom of God.” 
 Example 2: “I’ve kind of learned over time to be patient and learned to 
be long suffering, and learned to forgive others, and learned to just—
120 
 
you know, walk in love and just see that we’re here for a higher 
purpose.” 
 Theme 2: Applying Biblical principles. 
 Example 1: “We believe the Word of God is ordained by God and it’s 
our world view, it’s how we view the world in light of the teachings 
and the principles that’s in God’s Word.” 
 Example 2: “We stand by what the Bible teaches.” 
 Theme 3: Being a mentor/role model. 
 Example 1: “I view myself as a leader—as setting a good example—
you know—of walking, keeping the faith, showing a good example of 
what a believer ought to be.”  
 Example 2: “I walk in love and joy and peace, long suffering, 
meekness, worshiping God—you know—loving others and just you 
know, being a good example of Christ.” 
 Theme 4: Having greater self-awareness. 
 Example 1: “I’m in a place of authority where—you know—when 
you’re a minister they put you in a different bracket, they have a 
higher, [clears throat]—they have a higher standard for you.” 
 Example 2: “They expect you to pretty much be the character—to 
walk in the character, have that, that role, that knowledge—you know, 
have that demeanor, you know—carry yourself worthy of your calling 
and your election.” 
 Theme 5: Feeling like a valued member. 
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 Example 1: “I’m accepted, I’m loved, I’m welcome—you know I—
um, I am active in the church.” 
 Example 2: “You know—there’s certain uh, times where I’m able to 
help and to minister and to serve and to help others so I—I’m pretty 
much valued in the church.” 
 Theme 6: Motivating members. 
 Example 1: “We’re all leaders so, you know—people around you that 
interact with you—we all influence them in some way—whether we 
smile, greet them, shake their hand, give them a hug—you know, pray 
for each other.” 
 Example 2: “We have an impact . . . you know it’s felt—just leading 
here, being in service, being with each other, and strengthen one 
another.” 
 Theme 7: Finding strength in God. 
 Example 1: “Once you—you stay with the Lord and you continue to 
trust God. . . . He will lead you into green pasture and still water.” 
 Example 2: “He [God] will make a way for you where you will be able 
to see the bright side at the end of the tunnel.” 
 Theme 8: Being open-minded. 
 Example 1: “I’m thankful that I have an open mind and I’m not so 
stuck in—you know—people get stuck based on the way they were 
taught—the way they were raised.” 
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 Example 2: “You know the tough love approach it’s—it’s rough and it 
creates a lot of problem and you know—even in our families with our 
own children—we grew up with tough love. We need [to have an] 
open mind for different approach.” 
Julia’s Identity Themes 
 Theme 1: Connecting with God. 
 Example 1: “Well, um, I became a Christian at an early age—you 
know. And from there, uh, you know, I lived my life as a Christian 
should live her life. I value my relationship with God.” 
 Example 2: “I took my education seriously—you know—my life was 
on track. I think my Christianity and my relationship with God played 
a big role in who I am today.” 
 Theme 2: Embracing family. 
 Example 1: “My mom taught me that you need to—you need to be 
somebody in society—not just waste away.” 
 Example 2: “I have two kids. I have to be responsible to take care of 
them. Um, I’m close with my family.” 
 Theme 3: Being a mentor/role model. 
 Example 1: “Well, as a teacher—my value is to portray to my 
students—um, to be truthful in what they do—to learn, to process what 
they have been taught.”  
 Example 2: “As a teacher—you want to see your students to be 
successful and academically aware of everything.” 
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Zoey’s Identity Themes 
 Theme 1: Being affected by others. 
 Example 1: “I think of myself, in relation to other people. In terms of 
other people—when I was growing up, I was always told, ‘, ‘Oh, 
you’re so smart! You’re so intelligent!’” 
 Example 2: “I worry about what people think about me. I’m doing it 
because I realize that I have to represent Christ in such a way that 
people will know that I am a child of the King.” 
 Theme 2: Building personal development. 
 Example 1: “I embrace all these new things and I have grown as a 
person.”  
 Example 2: “I still have a lot of value because I’m a seed, and I am 
growing.” 
 Theme 3: Discovering purpose in God. 
 Example 1: “It’s like I’m coming into my purpose—what God has 
planned for my life, and the possibilities are endless from here. I view 
myself based on God’s plans for my life, so now that I see that the 
possibilities are endless.” 
 Example 2: “I believe that God is going to allow me—not so much to 
make a name—because I’m not really about making a name—but He’s 
going to allow me to, um, present myself in such a way to make an 
impact in the ministry.” 
 Theme 4: Supporting the pastor/ministry. 
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 Example 1: “The pastor can’t do everything; it’s the responsibility for 
the leaders to support the pastor.”  
 Example 2: “I have to find work to do. I have to find ways to be 
helpful. I have to find ways to be supportive.” 
 Theme 5: Being shaped by environmental culture. 
 Example 1: “I found that when I came to this country, sometimes you 
gotta stand up for yourself.” 
 Example 2: “Here [in the United States], I found that I had to be really 
assertive at times. I can’t just let people have their way all the time.” 
 Theme 6: Desiring to maximize value. 
 Example 1: “I have to make sure that I’m doing it [tasks] 100%. And, 
honestly sometimes I feel like I drop the ball a lot of times—Uh, I 
haven’t called any guests yet and I haven’t really been doing my part 
in the new role of supporting the pastor.” 
 Example 2: “So, I know I have a lot of work to do—so I’m not as 
valuable as I could be.” 
 Theme 7: Being a mentor/role model. 
 Example 1: “I want them to see an example—I want them to know, 
‘Yes, you can be successful.’” 
 Example 2: “I think people are worried that if they give to the church, 
then they’re going to have less money to eat or less money for bills. 
But, I hope that through my lifestyle, they’ll be able to have 
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confidence in God—through my testimony—that God can do so much 
more than the little that we give unto Him.” 
 Theme 8: Motivating members. 
 Example 1: “Well, I hope I have a positive impact. I think that I’m 
very sociable. You know—and when they see me—they see a friendly 
person—I hope they see a warm person.”  
 Example 2: “I want to be able to be that face where people feel 
welcome, and I hope to inspire them.” 
  Theme 9: Finding strength in God. 
 Example 1: “Whenever I’m in distress, I call upon God.” 
 Example 2: “God answers me when I need Him—and I’m so grateful. 
Sometimes it’s easy to think, ‘Okay, He’s always gonna be there,’ and 
yes, He’s always gonna be there, but I never want to make the mistake 
to take it for granted.” 
Emma’s Identity Themes 
 Theme 1: Supporting the pastor/ministry. 
 Example 1: “I’m a junior prophet. I am helping young people in 
church now.” 
 Example 2: “With the youths you got to come together and talk it out 
until it finally gets resolved.” 
 Theme 2: Being affected by others. 
 Example 1: “I compare myself to other people in general.” 
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 Example 2: “I look at myself and compare myself to other people— 
whether in church or other [places].” 
Antoinette’s Identity Themes 
 Theme 1: Being affected by others. 
 Example 1: “When people treat me a certain way or speak ill of me 
and it’s not true—sometimes it makes me want to act like that.” 
 Example 2: “If someone says something negative or false about me, it 
makes me want to be that way sometimes.” 
 Theme 2: Supporting the pastor/ministry. 
 Example 1: “I’m an usher. . . I’m focused and doing my best at 
whatever it is I’m doing.” 
 Example 2: “I know I intercede a lot for the body in general. Um, I 
would say I’m pretty important.” 
 Theme 3: Finding strength in God. 
 Example 1: “But for the most part God has really helped me to be 
humble more than I would usually be in the world.” 
 Example 2: “I rely on Him—I just know it’s God doing whatever He’s 
doing.”  
Micayla’s Identity Themes 
 Theme 1: Being a mentor/role model. 
 Example 1: “It [impact] is very big, especially the youth. I see myself 
in them. So it’s easy for them to find comfort, or they can trust me 
more.” 
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 Example 2: “So I would say, uh, [the youths] listen, because they 
know I’m not there to judge. [I’m there to] help them get through [it]. 
And I’ll use disciplinary [action] when it’s needed, uh—I will nurture 
when it’s needed, I’ll push when it’s needed—and they trust me—so I 
would say my impact is pretty big.” 
 Theme 2: Persevering in spite of challenges. 
 Example 1: “Growing up, I could never depend on anybody to help 
me.” 
 Example 2: “As a child, I felt like I always had to fight because I had 
nobody else to stand up for me.”  
 Theme 3: Being open-minded. 
 Example 1: “There is more [to me] than just being a child of two 
Jamaican parents. There’s more to me than what they taught me.” 
 Example 2: “It’s not just, ‘you’re Jamaican,’ you know, ‘you eat curry 
chicken and rice.’ Well, I like sushi too. You know? I like every 
culture.” 
 Theme 4: Having greater self-awareness. 
 Example 1: “I used to try to follow the crowd but it never worked—so 
I was just always that different child.”  
 Example 2: “I can remember being five [or] six years old, you know, 
like—women were always supposed to bring the man’s food—or the 
child had to do it. No matter what I never could put pieces together as 
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to, ‘Okay, if I’m going to school all day, and I’m tired while he has 
been home, why do I have to serve him food?’”  
Ann’s Identity Themes 
 Theme 1: Persevering in spite of challenges. 
 Example 1: “The errors that I’ve struggled as a child growing up and 
um, events in my life have caused me to build confidence in myself.” 
 Example 2: “I’m someone that they can look up to because I have been 
through many obstacles.” 
 Theme 2: Motivating members. 
 Example 1: “I will also use it [experience] to help others to get to the 
level that they need to get to.” 
 Example 2: “I’ve managed to help a lot of women and I’ve come 
across a lot of women who have been in my situation and I’ve 
managed to encourage them to the point where—yes they have 
overcome it.” 
 Theme 3: Finding strength in God. 
 Example 1: “I went through a season of depression. I was missing 
something and I couldn’t understand what it was and just out of the 
blue—one day I just found myself in my car at a stop light just crying, 
crying, and just asking God just give me my happy back.” 
 Example 2: “I found strength in God.” 
 Theme 4: Having greater self-awareness. 
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 Example 1: “I had to search for myself. I had to search [for] who I am. 
My errors—the errors that I’ve struggled [with] as a child growing up 
and um, events in my life has caused me to build confidence in 
myself—as well as people that I look up to—role models helped me to 
build my own confidence.” 
 Example 2: “Being put down is nothing that any women or male 
should accept because we are beautiful—we’re beautifully created and 
for someone to tear that creation down—no! I wouldn’t tell anybody to 
accept it [being intimidated].” 
 Theme 5: Being a mentor/role model. 
 Example 1: “I have to differentiate myself um—not that I try to put 
myself above anybody but—one of the things I always teach my 
leaders at my job is that, ‘You gotta know the level where you’re at 
compared to [others].’” 
 Example 2: “They [employees in leadership] are at a different level so 
things that I’m expecting from the other workers, I would not be 
expecting from them.” 
After the invariant constituents were clustered for the entire group, four themes 
emerged that reflect how Jamaican church leaders shape their identities: 1) exercising 
faith in God; 2) building personal development; 3) providing service to others; and 4) 
integrating societal influences. These themes became the core themes of the experience, 
and will be identified as categories in order to differentiate them from the individual 
themes. Each core theme (category) was further broken down into subthemes as seen 
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below. This section provides a snapshot of the core themes and subthemes that were 
generated, but a detailed analysis with verbatim examples will be provided in the next 
major section titled, “Categories.” 
Categories and Subcategories for RQ1: 
I. Exercising faith in God.  
A. Connecting with God.  
B. Finding strength in God.  
C. Discovering purpose in God. 
II. Building personal development.  
A. Being open-minded. 
B. Persevering in spite of challenges.  
C. Having greater self-awareness. 
III. Providing service to others. 
A. Being mentor/role model.  
B. Supporting the pastor/ministry. 
C. Motivating members. 
D. Establishing better connections. 
E. Desiring to maximize value. 
F. Collaborating as a team. 
IV. Integrating societal influences. 
A. Embracing family. 
B. Being shaped by environmental culture. 
C. Being affected by others. 
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Conflict Resolution Approach Themes. RQ2: What influences your conflict 
resolution approach? 
Jessica’s Conflict Resolution Approach Themes 
 Theme 1: Adapting to the party/situation. 
 Example 1: “I say—okay, if you are going to address a conflict—don’t 
address it right away while the situation is heated. I say you give it 
time first. Don’t give it years, don’t give it months—uh—one or two 
days I would say just to—for you to be upset and get over it because in 
all honesty, you could be upset about something and the other person 
is not upset.” 
 Example 2: “With my husband, I do shut down—I don’t talk—and he 
knows I am upset. Then—a day or two I talk to him and say, ‘I didn’t 
like that, and he [would] apologize.” 
 Theme 2: Applying Biblical principles. 
 Example 1: “The Bible is here—we are living the Bible. So we got to 
forgive and move on.” 
 Example 2: “The values that guide my conflict—it really bases back 
on the Bible.” 
 Theme 3: Respecting others. 
 Example 1: “If you think I didn’t really care about something, then I 
would apologize to you because I really do care.” 
 Example 2: “I am a very careful person at heart.” 
 Theme 4: Confronting the issue. 
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 Example 1: “Conflict on a whole—I don’t get into a lot of conflict. 
Unfortunately I don’t. I am just a straightforward person. If you upset 
me, I am going to tell you that you upset me. Not that I am going to be 
mad about it.” 
 Example 2: “I mean, if—a situation happened, I am going to tell you, 
‘You hurt my feelings—I don’t think that was right’ and we [would] 
just apologize.” 
 Theme 5: Using effective communication skills. 
 Example 1: “If somebody has a conflict with me, I would sit down 
quietly and let them talk. I wouldn’t interrupt them.  Let them say what 
they want to say first. If I am interrupting them and I am trying to 
solve the problem while they are telling me what the problem is, that’s 
not diffusing it at all.”  
 Example 2: Before you speak think about what you are going to say 
because if you say something, you can’t take it back because words do 
go a long way.”   
 Theme 6: Getting help from others. 
 Example 1: “So you take it to the elder, then if you can’t resolve it 
with the elder, that’s when you take it to the church.”  
 Example 2: “You would voice your opinion, and it’s just like a court—
um—and everybody try to get the situation under control.” 
 Theme 7: Mediating disagreements. 
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 Example 1: “I helped everybody else to see the big picture and don’t 
just throw them out with the ‘bath-water’ because in the long run, they 
are still leaders and they are still apart of us. We still got to work 
together, so let’s just get over ourselves. Deal with it! Talk about it!”  
 Example 2: “Instead of everyone being upset, we pray to God. God 
said to do this and do that; we are preaching it, so why aren’t we 
practicing it? So, that’s what I did. I brought everybody in—turn the 
light on to the situation.” 
 Theme 8: Connecting with God. 
 Example 1: “We deal with the spiritual realm and with the spiritual 
realm—if I am not talking to you, how can I say that I am a spiritual 
being? If I have any malice, it goes against the Word that we are 
supposed to be practicing—if I am upset with you and not talking to 
you, ‘How can I worship a God who says to forgive?’ I say we would 
have to fix it in order for us to have God come in and flow freely.” 
 Example 2: “There was a situation the other day . . .  and everybody 
was upset—but God spoke to me—I’m like, ‘If we’re supposed to be 
living by your Word, why aren’t we going by what you said in the 
Bible?’” 
 Theme 9: Desiring to reach out to others. 
 Example 1: “Sometimes the conflict is resolved and I get over it before 
I could sit around and explain. The wife met with me. I had so much I 
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wanted to say and she was there crying. We just got over it and I say, 
‘Okay, forget it.’ We move on.” 
 Example 2: “When I go home, I’m like—‘Ah man, I should’ve said 
this, I should’ve used that situation.’ There are times I didn’t fully get 
to say fully what I wanted to say.” 
 Theme 10: Misunderstanding the other party. 
 Example 1: “A lot of times with conflict—I have seen conflict 
happened right in front of me—it’s really misunderstanding.” 
 Example 2: “Misunderstanding—that’s what goes on with a lot of 
conflict. You didn’t hear me say this—you heard something else. You 
lash out—it’s just misunderstanding and miscommunication.”  
 Theme 11: Establishing better connections with others. 
 Example 1: “I think spending time with someone is the best way of 
getting to know someone, and not having negative thoughts of the 
person.” 
 Example 2: “If—if I went to bowling with you and I said, ‘Oh, Davina 
is a really jolly person,’ the next time somebody come to me and say 
something about you I can say, ‘No! She is not like that, because I 
know her!’ You understand what I am saying? Had the person gotten 
the time to know you, then they would know you are not that type of 
person, so—spending time with people really getting to know them 
helps diffuse conflicts.” 
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Chris’ Conflict Resolution Approach Themes 
 Theme 1: Embracing diversity. 
 Example 1: “Conflict is inevitable, um, because we are different as 
human beings—because we all have our own thoughts [and] our own 
ideas how we do things.” 
 Example 2: “In my culture—in the Jamaican culture when you suck 
your teeth, it is a form of disrespect right? There are some cultures—
sucking your teeth is not considered as disrespectful as it is in 
Jamaica.” 
 Theme 2: Applying Biblical principles. 
 Example 1: “I follow Biblical values. I‘m not gonna lie and act like I 
like to follow Biblical values but they’re the ones that work best for 
dealing with issues.” 
 Example 2: “I’ve actually had to deal with marital conflict even before 
I got married, um, and give Biblical counsel.” 
 Theme 3: Connecting with God. 
 Example 1: “I couldn’t understand how this person was my close 
friend but yet they couldn’t tell me. But then, uh, I was mad for a 
couple of weeks, around a week, I couldn’t be mad more than a week. 
I was mad for a week and yet again for me it always goes back down 
to the Holy Ghost and what the Lord wants. And so me fixing it 
always go down to the Holy Ghost and at the end of the day I don’t 
like staying mad. I do not like to stay mad.” 
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 Example 2: “I’m happy go lucky kind of guy who likes my joy, who 
likes my peace, who loves Jesus. And Jesus will not be around me if I 
keep up with conflict or don’t resolve issues because when I go to His 
presence that’s the first thing He’s gonna bring before me—you get 
what I’m saying?” 
 Theme 4: Opening doors for conversation. 
 Example 1: “If the two parties or the parties involved are willing to, 
uh, to talk it out or to find or come about to a mutual resolution, then a 
conflict can be resolved. Um, and the conflict can actually bring about, 
um, improvements within the parties, improvements within the, um, 
organization, within that particular structure.”  
 Example 2: “It [conflict] could actually help in—you know, because it 
helps to—sometimes conflict is the best way to bring about things that 
weren’t said or has not been, uh, revealed as of yet.” 
 Theme 5: Allowing parties to determine solution. 
 Example 1: “If the two or whoever the parties that are involved, if 
they’re willing they would be able to, um, talk it out or amicably come 
up to decision which can be better for everybody, you know then um, 
it is positive.”  
 Example 2: “It goes back to the party, whoever is involved in the 
conflict and if they’re not willing to talk about a solution to the 
problem then the conflict is useless. So I think, uh, conflict is positive 
when the parties involved are willing to come to a solution to the 
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problem . . . conflict is bad when we choose not to come up with a 
solution—when we just choose to ignore it and we just want to have 
our own way.” 
 Theme 6: Collaborating as a team. 
 Example 1: “When we both saw that we were both on the same side, 
trying to work, uh, to fix this bigger problem but just had different 
views on it we began to be more open and we began to communicate 
better.” 
 Example 2: “It [working together] actually made the whole situation 
better. Um, the problem got totally resolved. He called me and asked 
me—you know—to do stuff and I could agree with him, and it was 
cool, totally cool.” 
 Theme 7: Respecting others. 
 Example 1: “I had an issue with someone else; it was actually another 
leader in our church. It went back and forth because they didn’t want 
to do one thing. . . . I couldn’t stay mad at them for too long—with me 
once I’m done with it, I get it out my system—I’m over it, I’m over it. 
And honestly we both came to a mutual amicable decision where we 
apologized and respected each other.”   
 Example 2: “We just mutually recognized okay, we’re on the same 
team, we’re working together, um, so the person started to, to respect 
me and where I was. But then I also respected them enough that I 
made sure—I intentionally made sure I communicated things to the 
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person. And I made sure that I made the person feel that I was on their 
side because at the end of the day I really was, I was on the side of 
‘Let’s make this work.’” 
 Theme 8: Empathizing with others. 
 Example 1: “The Lord gives you understanding towards that person, 
the individual that you’re dealing with. And so, um some of the 
conflict resolutions, uh, or even conflicts that I’ve had to deal with in 
the church I had to have an understanding of where the person was 
coming from.” 
 Example 2: “One of the things the Lord has helped me with a lot is 
that the Lord helped me to, uh, see the other person’s viewpoint even 
the situation I told you about before with the person that was close to 
me.” 
 Theme 9: Getting specific facts. 
 Example 1: “You could tell me that, okay, he hit you. ‘In what was the 
situation that involved him hitting you? Was it that you guys were, 
were playing around or he just came up to you?’ and there is this thing 
especially when it comes to these kids and even adults, they give you 
selective information. They don’t always like to give you the whole 
information so that the conflict can be resolved.”  
 Example 2: “So they [students] tell us enough to improve their point 
but they won’t tell us enough to come about a full conclusion to the 
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problem. But they don’t wanna hear the truth, they just wanna know 
that I’ll punish the student. . . . They won’t tell you the whole truth.” 
 Theme 10: Misunderstanding the other party. 
 Example 1: “Sometimes it’s our perception and that causes the 
conflict. I found that sometimes our perception or viewpoints of things 
are skewed because of previous hurts or precious situations that have 
now tinted the person’s view or the perception about things.” 
 Example 2:  “Let’s use this example. Let’s say this was just open 
bottled water that you have in your bag right? You offer to somebody 
else and then they say while dying of thirst, ‘Oh no, I don’t need it. I 
don’t want it.’ ‘Why don’t you want it? It’s because you have trust 
issues.’ We have to be willing to deal with it—see if there are previous 
perceptions that might have skewed the perception that the person had 
that might have caused this conflict.” 
 Theme 11: Mediating disagreements. 
 Example 1: “The number one that comes to mind is—the marital 
conflict. I’ve actually had to deal with marital conflict even before I 
got married, um, and give Biblical counsel and advice to the 
congregants and non-congregants.” 
 Example 2: “Most of the conflicts I’ve had to deal with in the ministry 
have all been mostly marital conflicts.” 
Riley’s Conflict Resolution Approach Themes 
 Theme 1: Avoiding conflict. 
140 
 
 Example 1: “Say, I don’t really like conflict—um—that is something 
that I personally try to not entertain or have around me.” 
 Example 2: “I am not a confrontational person, so I tend to not want 
that [conflict] around me. In some cases it can harm the relationship— 
depending on with whom the conflict is with.” 
 Theme 2: Adapting to the party/situation. 
 Example 1: “Young people they might wonder—they talk to me and I 
know my limits with them. I know when to approach them to talk 
about the situation, and I know when to wait and they will come to me. 
I think I have learnt them, I’ve built that relationship with them now 
where they know okay, I don’t want to talk about this right now, and at 
another time they will find me . . . when the situation is all calm.” 
 Example 2: “I’ve learnt never to confront or try to deal with a situation 
when it’s heated . . . wait until the fire is calm then you go and deal 
with the situation. That’s how I deal with adults—deal with them 
based on the situation. If it’s a heated situation, I won’t go deal with it. 
I wait—I give it two days, and then we can come to the table and talk.”  
 Theme 3: Getting help from others. 
 Example 1: “I mostly deal with young people, so young people come 
to me to ask for advice or come to me to resolve something. We’ve 
built that trust where they know that—um—they can come to me and I 
will help them to understand.” 
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 Example 2: “So that’s how we structure it—the youth department and 
just leadership in church as a whole—that if there’s something that 
you as a leader are not able to address or to deal with, you [should] 
find another leader that is above you to handle the situation.” 
 Theme 4: Respecting others. 
 Example 1: “For me, dealing with church—I look at the reason the 
other person is upset. I always try to be considerate with other people 
and I’ll go back and I’ll ask, ‘Did I offend? Did I do this?’ I try to 
make it right with people . . . . Somebody came and said to me, ‘Oh, in 
my culture we don’t do this’ and I didn’t know and I had to apologize. 
That’s how I dealt with it.”  
 Example 2: “One thing I’m taught as a leader, umm—you have to 
respect people’s culture—you have to know how to speak or deal with 
people based on their culture . . . Is this benefitting the person if I 
respond this way? Or is it just satisfying my emotions in the moment? 
When it’s done in the moment it’s done and you [can’t] go back—
some words that have been said can’t be taken back so that’s how I 
look at things.” 
 Theme 5: Applying Biblical principles. 
 Example 1: “I’ve learned over the years not to let my anger boil. So 
for me, as I said I used the Biblical principles. I’ve always used the 
Bible to tame myself. I’ve never gone to a place where my anger was 
out of control where I needed days to deal with it because God would 
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never make me sleep—so as a prophet I know better.  I like to hear 
from God [laughed] so I have learned to not let my anger get to a place 
where I can’t function.”  
 Example 2: “I always use the Word to—umm—to calm myself and to 
see. I use it as my roadmap in everything I do. Umm—the Bible says 
that anger does not bring about the righteousness of God so I’ve 
always recite that to myself. Whenever I’m in a situation where it 
might result in conflict—I’ve always remember that anger doesn’t 
bring about the righteousness of God.”  
 Theme 6: Mediating disagreements. 
 Example 1: “Oh, I can remember a situation—it was a youth event—it 
was between a youth and an adult in the church. The child, um, said 
something to the adult that was not appropriate at the time and the way 
I had to manage it was—I had to basically separate the parties, and to 
find out the root of why the child responded to the adult the way she 
did. 
 Example 2:  “The person’s response was based on an agitation and 
they snapped, and I had to speak to both parties.” 
 Theme 7: Using effective communication skills. 
 Example 1: “Most times people just want somebody to listen, and hear 
them out. So I made the person—the child vent, and young people they 
are like that—they keep talking, then they calm down. Then I was able 
to speak and get across and find out what the situation was.”  
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 Example 2: “I’d rather to listen to people to hear them out and then 
respond. That’s how I deal with it to um—listening is a very big factor 
because most people believe you’re not listening, then that will get 
them angrier and nothing gets resolves. At that point they don’t want 
to hear you anymore because they believe you’re not listening. So for 
me, the best tool I’ve always used to deal with conflict or any kind of 
situation is to listen.”  
Catherine’s Conflict Resolution Approach Themes 
 Theme 1: Embracing diversity. 
 Example 1: “People are exposed in different ways, but we have the 
same common goal in terms of where we would like to go when we 
die.” 
 Example 2: “They come to pray to what they call a higher power, and 
their higher power, if you ask them who He is, they might say 
‘Jehovah,’ or ‘God,’ whatever name they call. Whatever name they 
apply, it’s the same one God. It’s just that our beliefs or what we were 
taught is different.” 
 Theme 2: Applying Biblical Principles. 
 Example 1: “There’s a verse in the Bible that says, um, ‘A soft voice 
turns away wrath.’” 
 Example 2: “We try to refer to the principles of the gospel. So . . . I try 
use Biblical principles and adapt to the person. 
 Theme 3: Empathizing with others. 
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 Example 1: “If a conflict arises . . . I would try to understand where 
they are coming from.” 
 Example 2: As a leader, what I try to do—if it [conflict] is directed 
towards me, I would hear the person out, hear what they have to say, 
and for me, I will say, ‘okay, I understand. I understand where you’re 
coming from. However, here are some of the rules that are applied. I 
don’t make the rules, I apply the rules. So if you can understand some 
of the rules, you’ll understand why I have used this application.’” 
 Theme 4: Confronting the issue. 
 Example 1: “What I do is [when] I see the person and I notice that 
they’ve strayed away for a little bit, I would go and approach them.” 
 Example 2: “I confront the issue by going to the person directly.” 
 Theme 5: Being open-minded. 
 Example 1: “If you’re going to wait—make sure when you address it, 
you address it with an open-mind frame, because you don’t know what 
the person might’ve thought previously . . . so you try to be open-
minded.” 
 Example 2: “Try to be open-minded when dealing with conflicts.” 
 Theme 6: Adapting to the situation. 
 Example 1: “Sometimes if you’re going to address the situation, do not 
address it immediately. You leave it for a little bit—think of what 
you’re going to say, or pray about it, and after praying about it, you 
can see it from a different light. Maybe at some point in time, the 
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conflict that came to you may have arrived from something way back 
or something in the moment, you really don’t know—so you don’t 
want to, uh, address it immediately. If you cannot wait, seek God’s 
guidance on addressing the issue.”  
 Example 2: “What I try to do is—if I see the conflict might be out of 
hand . . . I’ll say, ‘Okay, we will handle this at a later time.’” 
 Theme 7: Using effective communication skills. 
 Example 1: “First, I pray about it—before you address anything, you 
try to figure out what you’re going to say and how you’re going to say 
it, because sometimes the tone of your voice alone might turn someone 
off.”  
 Example 2: “There’s a verse in the Bible that says, um, ‘A soft voice 
turns away wrath.’” 
 Theme 8: Opening doors for conversation. 
 Example 1: “When I’m in conflict I approach them and ask, ‘How are 
you doing?’ then I try to resolve it.” 
 Example 2: “Conflict gives the opportunity to make conversations, and 
eventually, they would come around and say if something was 
bothering them.”  
Eva’s Conflict Resolution Approach Themes 
 Theme 1: Adapting to the party/situation. 
 Example 1: “It [resolution] takes anywhere from a few seconds to a 
few days. It depends on the gravity of whatever it is.” 
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 Example 2: “If it’s something that’s really deeply personal, sometimes 
it could take me all day—even a week. I mean, usually, I don’t hold on 
to stuff that long. So, if I don’t get it out, like within that week, then 
it’ll continue to bother me, and it’ll always affect the way that, um, I 
view that person, or interact with them.” 
 Theme 2: Respecting others. 
 Example 1: “I need to respect the person and the person needs to 
respect me. And um, we need to hear each other’s opinions.” 
 Example 2: “Sometimes that’s hard. Um, I want to feel like I am 
respected in the way that they respond to me, whether in body 
language or verbal language.” 
 Theme 3: Mediating disagreements. 
 Example 1: “So, my mom knows that he’s complaining, she’s getting 
ready at the same time. I go to her and I say, ‘What did you say to him 
again?’ I went to him first—got his side, I went to her and got her side. 
Then I kind of weighed in my mind, and I realized they had a 
misunderstanding.” 
 Example 2: “I explained to him but then she says ‘Okay, go back, take 
this.’ He understood and they were both satisfied.” 
 Theme 4: Collaborating as a team. 
 Example 1: “Understanding what people want—how they would like it 
done, and then how to work better as a team with somebody.” 
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 Example 2: “I’m the kind of person—if there’s a better way to do 
something, if there’s a new way to learn how to do it, then I’m willing 
to do it.” 
 Theme 5: Opening doors for conversation. 
 Example 1: “Well, sometimes you can get to a better outcome than 
how things were before. For example, if things are going the way that 
you intend them to go, and then a conflict arises . . .  by brainstorming 
you can solve the problem.” 
 Example 2: “So now, I never got the chance to work with her on 
anything. But, if I had the opportunity to work with her on something, 
I would’ve known, okay, she’s the kind of person, she kind of just 
jumps to say anything.” 
 Theme 6: Embracing diversity. 
 Example 1: “It’s a corporate thing. So, you have to create something 
that’s gonna appeal to not only people in your age, or in your kind of 
market, [but also] the people that are below you and people that are 
above you because we’re here to cater to everybody.” 
 Example 2: “So, it [guidance] helped me to kind of figure out what 
direction I was gonna go in. And it definitely made a lot of the projects 
that I worked on afterwards a lot easier, because I knew—I knew what 
the person was looking for. And with the experience, I realized that 
they were—they were giving me some good advice. Yep, I could’ve 
worked on things and still kind of add my own style to it.” 
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 Theme 7: Building character through learning. 
 Example 1: “It pushes me to be—I think it’s made me more mature. 
Dealing with people is not always easy, but it’s something I’ve had to 
learn. I thank God I’ve done it around people that I can consider my 
extended family—as opposed to being in a corporate setting, or in a 
secular job, um, people might not be so willing to be patient.”  
 Example 2: “People might not always be willing to come back and 
explain to you, exactly what you did wrong, or verbalize how they’re 
feeling. It’s a process—it’s like making wine, you get the slow aging 
process, so that it comes out better and refined.” 
 Theme 8: Persevering in spite of challenges. 
 Example 1: “Actually, I recently became a part of an organization at 
school. I took the responsibility to return something . . . and the person 
was like, ‘I’m not gonna pay for that,’ . . . so, the other person, they 
just got really mad. As I told you before, I struggle with these 
emotional things; I was ready to explain myself [laughed]. I had to 
kind of temper myself and be like ‘You know what! I’m gonna be the 
bigger person here. I’m not going to get involved in that.’” 
 Example 2: “If I was to be in some kind of conflict with her [other 
party], I wouldn’t want to take the defensive stance to try to get over 
whatever it is that we’re disagreeing about. So, reputation and 
perseverance and how I handle the other person definitely have a lot to 
do with it.” 
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 Theme 9: Allowing parties to determine solution. 
 Example 1: “If I couldn’t figure out what it was that made them upset; 
I try to re-approach it—but more calmly. I’ll try to listen more so that 
whatever it is that’s separating us from solving whatever interpersonal 
conflict we have . . .  we can make some progress in whatever kind of 
relationship it is—whether it’s business, personal, any of those kinds 
of things.” 
 Example 2: “Things that I’ve experienced with people before, conflict, 
I’ve experienced with them before. The, the level at which I know 
them, um, that, that really shapes their personality, what I know their 
personality to be like affects whether a conflict is resolved.” 
 Theme 10: Submitting to the other party. 
 Example 1: “For the most part, I’ve been in conflict with people that 
are my seniors. I hardly ever have conflict with people that are at the 
same level as me, or beneath me. Sometimes, in order to resolve it 
[conflict], I might want to coalesce to whatever it is that they’re 
saying, so that we could get over it because I don’t like arguing.” 
 Example 2: “If they’re going to ask me to be involved in a conflict or 
they’re having a conflict with me, I want to make sure that they’re 
taken care of.” 
 Theme 11: Empathizing with others. 
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 Example 1: “I try to really understand, um, what the other person is 
saying because if it was me, I would want the other person to know 
what I’m saying.” 
 Example 2:  “I try to think about it from the other person’s perspective, 
and then try to see a better way I can approach them.” 
Anthony’s Conflict Resolution Approach Themes 
 Theme 1: Getting specific facts. 
 Example 1: “I’m not gonna say, ‘No, don’t turn on the light on 
because it’s wasting the light bill.’ I’m going to say ‘Listen, in the past 
two years we spent over $400.” 
 Example 2: “The number one thing to me when you are making a 
decision or you’re in a conflict is fairness and also history. . . . I like to 
go back and look at what happened in the past and how I came to this 
conclusion.” 
 Theme 2: Using effective communication skills. 
 Example 1: “I’m going to put the ball in my court so the person 
doesn’t automatically get defensive.” 
 Example 2: “I was like, ‘I’m your side, what’s going on?’ I give them 
a chance to talk first usually.” 
 Theme 3: Mediating disagreements. 
 Example 1: “My biggest thing is when two people are having a 
disagreement or conflict and I’m on the outside looking in, the first 
thing I want to do is—hear both sides of the story.” 
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 Example 2: “So, you thought that she did that or he did that.  So, my 
thing is—get both of them together and calmly say, ‘Okay, what do 
you think happened? What do you think happened?’ Then go from 
there.” 
 Theme 4: Confronting the issue. 
 Example 1: “I’m the type of person who automatically—I’m gonna go 
to the source. If I hear something is going on, I’m gonna say, ‘Who 
told you that?’ Then I’m gonna go to this person, ‘Hey, what’s going 
on?’ I’ll never approach anyone and say, ‘Hey, listen you, I heard you 
said this.’ I'm gonna say, ‘Look, was there a miscommunication the 
other day when we spoke. Did I not understand what we talked 
about?’” 
 Example 2: “Now the conflict to me was with the supervisor. So, I 
called the supervisor and said, ‘Hey, listen I just spoke to this person 
and she felt like you weren’t supporting her.’” 
 Theme 5: Desiring to reach out to others. 
 Example 1: “You know he [friend] will come over—he goes to 
Calvary Chapel and we had a discussion about it because there was a 
guy who we knew was an alcoholic so, if we hung out, we wouldn’t 
drink because we knew he was a recovering alcoholic.” 
 Example 2: “We have to reach out to our brothers and sisters if they 
are in need.” 
 Theme 6: Adapting to the party/situation. 
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 Example 1: “You [other party] just have to wait. You just gonna have 
to give time. I’ll say, ‘You know what, you know what, you head 
home. I’ll call you guys tomorrow when you both have a night to sleep 
on it and wake up together.’ Sometimes you can’t at the moment. You 
just can’t.”  
 Example 2: “No matter how good of a person you are, no matter how 
respected you are, sometimes people just get out of control where 
there’s no calming them down. It’s just time and space.” 
 Theme 7: Motivating members. 
 Example 1: “Just because I can’t do it [task] doesn’t mean you can’t . . 
.  so, you know you can’t just say, no don’t do it. Maybe they could do 
it. Okay, go ahead because if that’s their personality, they could handle 
it—so, let them handle it.” 
 Example 2: “You always have to aspire to be better than what you 
are—knowing that people might be looking.” 
 Theme 8: Empathizing with others. 
 Example 1: “I would say to them, ‘Let’s be honest. I’m trying to build 
a business. If this was your business, would you fire you?’ And they’ll 
think about it and say, ‘You know what, you’re right’ because they 
know it’s not right. So, I always ask them to put themselves in my 
situation and view it from perspective and I’ll do the same thing too. I 
said, ‘Okay, let me see if I’m being unfair here. Let me think about if I 
was in this person’s shoes.’ That’s how I handle conflict.” 
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 Example 2: “One of the things I remembered in college was—every 
year we used to have the police officer come in before the football 
season. He would start talking about rape and stuff like that. When you 
talk to men about rape it is different . . . but then the detective said, 
‘Listen, imagine if a grown man held you down and raped you.’ And 
then that’s when most of the guys got a picture.” 
Juan’s Conflict Resolution Approach Themes 
 Theme 1: Getting specific facts. 
 Example 1: “It is best to know all the facts.” 
 Example 2: “Acting on things that are not truthful because you are 
feeling a different way. As an example, let’s make it simple. You 
know you like going to the movies, your husband likes watching 
football, you don’t tell him that you don’t like watching football, but 
you continue to watch football anyway but it’s killing you inside.” 
 Theme 2: Being objective. 
 Example 1: “I often have an objective opinion. I like playing devil’s 
advocate because people will tell you stuff and they’ll just give you 
their perspective.” 
 Example 2: “I often find out what it is, and then I play the advocate. 
Therefore you can down to the bottom of it, and the response is what 
will help you to determine, ‘Yea—she should’ve done it this way, or 
done it that way.’ And I kinda take that angles and all perspectives.” 
 Theme 3: Being honest. 
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 Example 1: “A lot of people say certain things because they don’t trust 
the person, or they are afraid that the person is going to use it against 
them and you know—can hurt them. You know—you got to be very 
careful because holding back information can be just as dangerous. 
Right, because you don’t know what you are dealing with, um—you 
are acting on things that are not truthful.” 
 Example 2: “When you trust somebody you tell them you tell them—
you know—your fears, your secrets, especially when you are taking 
this [marriage] important step.” 
 Theme 4: Respecting others. 
 Example 1: “Respect is key, regardless of what the issue may be. I 
have to—as a manager—as a person—I have to respect you as an 
individual.” 
 Example 2: “That’s the common denominator—respect. And it’s still 
something I am learning to deal with.” 
 Theme 5: Applying Biblical principles. 
 Example 1: “I see how—how everyone is different based on their 
attitudes and stuff like that. You know, you have to fall back on what 
the Word says . . . But you know, I’ve got to read the Word and 
continue to study it so I can use it to address conflict within the 
house.” 
 Example 2: “The Bible talks about forgiveness . . . . You have to put it 
altogether to resolve the conflict amongst leaders in the church.” 
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 Theme 6: Confronting the issue. 
 Example 1: “Now, nothing was said to me directly but I heard through 
the grape vine and I noticed that she [another leader] was treating me a 
little differently—I say, ‘Where’s the communication? When do you 
speak and resolve an issue?’ So, I took it upon myself, and I went into 
the office and apologized and we spoke and our relationship is back to 
normal.” 
 Example 2: “You have to be able to speak to people. In the church 
that’s crucial. You have to be able to speak to people to resolve an 
issue—okay, so sister Davina has an issue with me. ‘Well, brother 
Juan I want to speak to you’ ‘Okay, no problem.’ ‘Um, I kinda felt that 
what you did— ’ I may say ‘That’s not true.’ We may not agree but at 
least we communicate, we talk about it and there is respect.” 
 Theme 7: Empathizing with others. 
 Example 1: Jake and I are partners. So, what do you do? Okay, well—
now, at this point, you are no longer a supervisor to your employees. 
Now, you are leveling it down where there is some understanding 
where they [employees] say, ‘Hey listen, we had a bit of a situation 
and I need you to bear with us while we get it resolved.’ Now I am 
showing empathy, there’s compassion.” 
 Example 2: “I was in that experience and it helped me become—I 
would say more understanding—a better people’s person.” 
 Theme 8: Building character through learning. 
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 Example 1: “I have lived a life without much regret [slower rate] 
because I’ve learned that you cannot go through life without 
experiencing something that you did not learn from. That makes no 
sense, right? How do you know how to love if you don’t know hurt?” 
Example 2: “That experience has helped me to resolve a lot of things.”  
 Theme 9: Motivating members. 
 Example 1: “What’s the objective here? The objective is to push you, 
the objective is that we are pushing the ministry. Whatever Rhema is 
doing, we’ve come in align to—that’s why we are called into 
leadership—to be there and that’s why we are pushing.” 
 Example 2: “I usually don’t say testimonies but I realized that your 
testimony can encourage somebody else and it’s important.”   
 Theme 10: Adapting to the party/situation. 
 Example 1: “Conflict is situational in my mind because it all depends 
on what kind of conflict we are dealing with.”  
 Example 2: “Conflict comes in many forms. I think the basis is getting 
an understanding of the situation, depending on what it is.” 
Colette’s Conflict Resolution Approach Themes 
 Theme 1: Avoiding conflict. 
 Example 1: “It’s funny because I try to stay—because of the kind of 
personality I have—I try to stay far away from conflict.” 
 Example 2: “I won’t hear somebody out all the way, so I try to stay 
away from conflict.”  
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 Theme 2: Building character through learning. 
 Example 1: “I am a stronger person based on my experiences.” 
 Example 2: “I view conflict as—something where you to have 
basically learn how to adjust [slower rate] or maybe something you 
need to change, or maybe something’s that been bothering you 
[increase rate]. I mean if you explain it to somebody, they can 
change.” 
 Theme 3: Using effective communication skills. 
 Example 1: “We [husband and I] both know how to work it [conflict] 
out together.” 
 Example 2: “We [husband and I] actually have great communication 
skills.” 
 Theme 4: Adapting to the party/situation. 
 Example 1: “Um—sometimes I am quick to answer and at time where 
I am not. I guess it just depends on the situation.” 
 Example 2: “I address conflict based on how they respond, how I can 
respond, and how I can change things.” 
 Theme 5: Persevering in spite of challenges. 
 Example 1: “I get rebuked constantly.  I will never be disrespectful. I 
will never show it in my face.” 
 Example 2: “To me it [perseverance] is a gift because if somebody’s 
yelling at you, it doesn’t make sense to go talk to them two minutes 
later.” 
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 Theme 6: Confronting the issue. 
 Example 1: “I am a very forward person. Um—I try not to hide 
anything.” 
 Example 2: “I try to be upfront as much as I can.” 
 Theme 7: Misunderstanding the other party. 
 Example 1: “When I was in a previous relationship, I—you know, 
sometimes I was very quick to answer—especially with my husband, 
because I was not quite sure where he was coming from [increase 
rate].”  
 Example 2: “Conflict can be caused from a misunderstanding, which 
can be harmful to relationships.” 
 Theme 8: Embracing diversity. 
 Example 1: “You can have different views.” 
 Example 2: “There are many ways that you can [deep breathe] look at 
things.” 
Stuart’s Conflict Resolution Approach Themes 
 Theme 1: Building character through learning. 
 Example 1: “I persevered through it.” 
 Example 2: “It’s a learning experience. Well more recently it’s 
become a learning experience for me because, the more I deal with 
other people, the more I have to, uh, be an influence.” 
 Theme 2: Discovering resolution in God. 
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 Example 1: “All right, um, faith uh. Faith is what—well my standpoint 
on faith is— faith is just a belief in what you can do, even in the face 
of opposition.” 
 Example 2: “In working in ministry, I’ve had to learn to, uh—I guess, 
go heavily on faith and faith doesn’t always make sense. They 
explained their outlook, and after going through the process, they 
asked me and I said, ‘Okay, maybe—it will work.’ Oftentimes it’s a 
little bit stressful and heavy on the brain, but—it works.” 
 Theme 3: Being open-minded. 
 Example 1: “I try to restructure my mind to have a different outlook on 
another person’s perspective, so the next time I do present anything, I 
can keep that in perspective and say, ‘Okay, uh, maybe this may not 
work as A, but maybe an A minus.’” 
 Example 2: “I guess I would have a one track mind, and yes, that 
would’ve caused a conflict between certain groups or even between 
myself and another individual. As I said, I duly had to learn because, 
once, they explained their point of view, I realized my error and I’m 
like, ‘Okay, well it’s not so different from what I was thinking.’” 
 Theme 4: Desiring to reach out to others. 
 Example 1: “I see the bigger picture. . . . Even though we’ve had 
conflicts with other people, the whole purpose of the ministry is that 
no one should perish. The whole Word of God says He wants 
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everyone to be saved—even if that means putting aside my agenda just 
to make that person feel welcome.” 
 Example 2: “Since the church relocated, I have passed by because it’s 
still—it’s still a bother in my heart. I can still remember that day 
[sighed]. It’s still something in my heart that—you know, I just want 
to tell him, ‘I’m sorry.’ And I passed by his house, but he’s no longer 
there.” 
 Theme 5: Having competitive drive. 
 Example 1: “I guess in that moment, he [manager] was telling me 
okay, uh, about a different style, different voltage for biasing, and I 
was like, ‘No, it couldn’t be that. And we were back and forth about it, 
back and forth about it, but, it actually triggered me to actually go back 
to my manual, uh, the guidelines, and actually—I’m still looking it up 
to prove him wrong [smiled].” 
 Example 2: “I’m very competitive—I’m very—I have this thing, that I 
will remember to the ‘T’, if I disagree with you—I remember to the 
‘T’ exactly what you said and I can bring it back up like this [snaps 
finger].” 
 Theme 6: Collaborating as a team. 
 Example 1: “As the body of Christ, we’re—I believe we’re supposed 
to work together to um, not only create a more harmonious uh, 
environment, but, you get more things done when we agree than when 
we disagree.” 
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 Example 2: “Now granted, I’m the right hand; you’re the left hand, so 
we’re two different orientations. But, if we work together, we can get 
something done—instead of the right hand fighting against the left 
hand.” 
 Theme 7: Embracing diversity. 
 Example 1: “Not everyone’s going to hold your particular set of values 
. . .  the way a person was raised, the values that they were raised 
under—um, not to uh—bash anyone, but you know, certain people 
never— they’ve never received the quality of life that others 
received.” 
 Example 2: “The more I deal with other people, the more I have to, uh, 
be an influence. I realize that, okay—just like I stated before—not 
everyone thinks the way I think.” 
 Theme 8: Getting specific facts. 
 Example 1: “I’m a person that if you say A, uh, and we’re back and 
forth—don’t go back and say, ‘Oh, maybe I didn’t say A, I said uh—.’  
No, I’m very particular.” 
 Example 2: “I don’t even know if this, this actually uh, my boss 
actually challenged me this week [laughed]. He can’t win because I 
remember details [smiled].” 
 Theme 9: Adapting to the party/situation. 
 Example 1: “I guess it depends on the personality or my uh, 
experience with the people who are in conflict.” 
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 Example 2: “There are some people that you know I can give third 
party advice to, and then there are others where, you know, they don’t 
want any. They don’t wanna hear it.” 
 Theme 10: Submitting to the other party. 
 Example 1: “I’ve had instances where—I would say I do know a little 
bit more on a particular matter, and the person still wants to stick to 
their guts, so I just refused to continue arguing because it’s just a waste 
of my time.” 
 Example 2: “From your standpoint you would wanna argue that yes 
you’re right; however from my standpoint, I’ve been there, and I’ve 
experienced it before. From this arena over here—not overall, but just 
in this arena, uh, that’s not gonna go well—but I let them do what they 
want to do.” 
Marianne’s Conflict Resolution Approach Themes 
 Theme 1: Avoiding conflict. 
 Example 1: “Conflict is a problem, basically, that what I view it as.” 
 Example 2: “I’m not going to say something if something bothers me 
about them or if they are—you know, if they have a conflict in general 
I’m not going to approach them.” 
 Theme 2: Adapting to the party/situation. 
 Example 1: “I will be able to express my feelings more with a family 
member. You know, conflicts with them arise just because I freely 
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speak my mind to them, versus a stranger or someone I’m not as close 
with.” 
 Example 2: “I’ll say something to my husband, you know, about 
something that’s bothering me or whatever and we’ll talk it through or 
whatever the case may be and resolve it. Sometimes I don’t address it 
and sometimes, like more serious things, we have to sit down and talk 
about it. 
 Theme 3: Embracing diversity. 
 Example 1: “You know, you can’t to talk to people in a certain way.”  
 Example 2: “You don’t know what other people’s experiences and 
background are. It’s not going to be the same as yours most likely, you 
know?” 
 Theme 4: Desiring to reach out to others. 
 Example 1: “Yeah I have to admit, whoever I’m in conflict with, I 
always make sure that they’re happy too with the result.”  
 Example 2: “We [husband and I] weren’t at that point financially, you 
know so I also wanted to please him [husband].” 
 Theme 5: Motivating members. 
 Example 1: “I am definitely going to show support, you know. I’m 
going to have a positive attitude no matter what the conflict is.”  
 Example 2: “I’m going to show a behavior of like, ‘Okay let’s do this. 
Let’s have a positive attitude on this and get it done—whatever needs 
to be done, let’s do it.” 
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 Theme 6: Respecting others. 
 Example 1: “You have to show respect and love also.” 
 Example 2: “I think I express respect towards my family. I have to be 
understanding . . . I guess those are my morals.” 
 Theme 7: Collaborating as a team. 
 Example 1: “Things were getting a little bit difficult. My husband and 
I had goals, you know, that we wanted to attain . . .  so basically, it was 
a long process in our conflict but, you know, I started getting back into 
work and the kids got older so the conflict kind of resolved itself based 
on the goals that we had. So we shared common goals and that’s how 
we were able to resolve the conflict.” 
 Example 2: “I feel like I stepped up and others did too once, you 
know, once we all started saying, ‘Oh, we’ll bring something, we’ll 
bring something.’ I felt like the conflict was basically resolved.” 
Michael’s Conflict Resolution Approach Themes 
 Theme 1: Respecting others. 
 Example 1: “I think when it comes to conflict, even if you don’t agree 
with somebody, always respect their opinion and um—I think that’s 
one good value—just kind of see where they [other party] are coming 
from, understand them. You don’t necessarily have to agree with them 
but don’t disrespect them.” 
 Example 2: “You know, when it comes to conflict, I respect all sides—
you know—no matter how silly or stupid it might seem, I’m going to 
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respect your opinion, and that’s just something I’ve taken towards 
conflict.” 
 Theme 2: Collaborating as a team. 
 Example 1: “If there is no co-operation—like I have my job and you 
have your job. If I’m slacking on my job and you’re kinda worried 
about only doing your job that could be another form of conflict 
because at the end of the day we’re a team.” 
 Example 2: “I’m a part of a team and everybody has their part.” 
 Theme 3: Using effective communication skills. 
 Example 1: “Growing up you know, there was always conflicts and 
um, I don’t know when it was that I started to see other people. Well, I 
think what it was with me was that—I don’t like to argue with people, 
and sometimes the best thing to do in an argument is not to argue back, 
but just to listen.” 
 Example 2: “Because I don’t like to argue I’m not going to get loud, 
I’ll just listen to you—I guess people just want to be listened to.” 
 Theme 4: Empathizing with others. 
 Example 1: “I try to put myself in their shoes, you know like I 
definitely try to engage in conversation and surprisingly—I guess 
when people feel like you’re taking their side they start to calm down. 
So I’ll say, ‘Okay, you know, I understand.’  
 Example 2: “You know you also want to be able to see why they feel 
that way.” 
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 Theme 5: Mediating disagreements. 
 Example 1: “It [conflict] could’ve been a lot worse; it could’ve been a 
fight. But um, when I stepped in, I got both sides to come to a common 
ground and kind of understand each other.” 
 Example 2: “You know with me—when it comes to like conflict, I try 
to stay neutral, you know. I don’t want to pick a side, no matter who it 
is. I listen to both sides, you know and I try to tell the other person, 
‘Hey, I understand why this person feels this way, because of such and 
such, and I understand what you’re saying.’” 
 Theme 6: Adapting to the party/situation. 
 Example 1: “You know depending on the individuals, the conflict 
might even just die down there.” 
 Example 2: “That’s what I’m realizing, you just kind of got to know 
when to step back, because um, sometimes you try to help people and 
they’ll get mad at you, saying, ‘Why are you in my business?’ I guess 
it just depends on the individual.” 
 Theme 7: Being open-minded. 
 Example 1: “I guess, being open minded. I think that’s the biggest 
thing. You always want to see another person’s point of view to 
understand why they feel the way they do.”  
 Example 2: “With being open minded, always be honest. You don’t 
want to lie—you don’t want to fabricate anything—you know just tell 
the truth.” 
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Cynthia’s Conflict Resolution Approach Themes 
 Theme 1: Opening doors for conversation. 
 Example 1: “Conflict can help you to find the root of the problem. 
Most [of the] times when the conflict occurs, it’s when the problem is 
out of control.” 
 Example 2: “When you find out what the problem is, then it makes the 
person better, or improves the situation—just by fixing the conflict.” 
 Theme 2: Confronting the issue. 
 Example 1: “I talk to the person. I ask them, ‘What’s your problem? 
What’s your issue?’ They [would] probably say ‘Oh, you know, I 
don’t want to talk about it right now,’ then I would say, ‘Okay, take 
some time, but you have to talk to me tomorrow.’” 
 Example 2: “I always try to confront it some way, and find out what’s 
really causing the problem.” 
 Theme 3: Embracing diversity. 
 Example 1: “Everybody is different and you just got to—got to 
understand people and why they do the things they do. And then that 
should be a good way of resolving conflict.” 
 Example 2: “Someone might come in and be like, ‘Oh, Christians 
shouldn’t drink. You know?’ But we were just here having one beer, 
just chilling. So, it just depends on—on the people, and how they 
think.” 
 Theme 4: Discovering resolution in God. 
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 Example 1: “I try to hear from God before I try to resolve anything. I 
try to hear from God because I don’t want to leave this church due to 
conflict.” 
 Example 2: “I’m trying to learn how to hear God, and—not just to 
solve the conflict how I want to, but how God wants me to. I should 
solve it the way God wants it to be solved.” 
 Theme 5: Getting help from others. 
 Example 1: “If something comes to me and we talk about it, we pray 
about it and there’s no—no resolving it, then I would say ‘You 
know—we might have to take this to Apostle Daley.’” 
 Example 2: “God put her [Apostle Daley] as the head of the church, so 
she will find a way to solve it.” 
 Theme 6: Building character through learning. 
 Example 1: “When I started coming there [Rhema Word Ministries 
International], I was a new believer and I used to like wearing tight 
clothes and stuff like that. The church has uh, a standard that you have 
to live up to. So, I had to change my dressing [laughed].”  
 Example 2: “It’s just that it’s necessary to change—and it’s required of 
you to change if you want to move to a different level.” 
 Theme 7: Persevering in spite of challenges. 
 Example 1: “She [her daughter] didn’t expect another leader to relay it 
[information] like that. And I had to sit her down, and I had to say 
‘Everybody has a human side to them.’ She asked me, ‘So, even 
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though that person’s a leader, they can also do bad?’ I said, ‘Yes, but 
it’s their responsibility when they do wrong that they should 
apologize.’ Just because you are a bad person, doesn’t mean you don’t 
recognize when you do something bad—and when you’re a leader, it’s 
your responsibility to set a good example.” 
 Example 2: “I was like, ‘Why are these people stuck on me? Gosh, 
give me a break.’ That’s a conflict to me—but then I understood.” 
 Theme 8: Adapting to other party/situation. 
 Example 1: “I’m just being realistic in what I have experience. 
Because we have different people, we have to deal with things 
differently. I can’t deal with a Jewish person the same way I would a 
Christian because Jewish people have different beliefs from Christians, 
especially Orthodox Jews. You know what I mean?”  
 Example 2: “You can’t deal with everybody the same way. You have 
to deal with everybody differently when you’re in conflict.” 
Andrew’s Conflict Resolution Approach Themes 
 Theme 1: Feeling unheard. 
 Example 1: “If you voice your opinion I think you should be heard and 
[others should] take it into consideration. You don’t have to do it right 
away but don’t just sweep it under the carpet like it never happened.” 
 Example 2: “You don’t really have anybody to complain to. It doesn’t 
make any sense to express your views because no one will hear you.” 
 Theme 2: Using effective communication skills. 
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 Example 1: “I’ll think, I’ll look, and I’ll listen a lot.” 
 Example 2: “I listen to both sides because everybody’s voice is 
important.” 
 Theme 3: Getting help from others. 
 Example 1: “If I can’t deal with it, I just leave it alone. I will get 
somebody else to deal with it—someone who will understand more or 
who can deal with the problem more effectively.” 
 Example 2: “It’s not every problem you can deal with. You need to get 
help.” 
 Theme 4: Mediating disagreements. 
 Example 1: “When you hear one side, then you hear the other side—
you know—you decipher who’s wrong, then you make sure you tell 
whoever is wrong that they are wrong.” 
 Example 2: “One person is saying that they’re right and the other 
person says that the other person is wrong and [that] they are right. But 
most [of the] times the person acting like they are right—are not, you 
know—because they are being defensive.” 
 Theme 5: Collaborating as a team. 
 Example 1: “If you have a good idea pertaining to the team—ideas that 
can make the team a better—[you should share it].” 
 Example 2: “The praise team is not one person; it’s a group of 
people— and I think that every person on the team should have a say.” 
 Theme 6: Finding strength in God. 
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 Example 1: “I definitely find strength in the Holy Spirit.” 
 Example 2: “Sometimes you think you want to challenge somebody 
but the Holy Spirit told me, ‘That’s not the right way. This is not what 
He [Holy Spirit] wants.”  
Jeremy’s Conflict Resolution Approach Themes 
 Theme 1: Avoiding conflict 
 Example 1: “I try to stay away from it [conflict] because I’m not a 
very argumentative person.” 
 Example 2: “I mean you can be angry—you can say your opinion but 
then—I mean you can also commit a sin in the way that you show your 
anger—so as far as me I try to stay away from it.” 
 Theme 2: Allowing parties to determine solution. 
 Example 1: “Yeah it [conflict] can be a positive outcome, if the other 
person is willing to take it [suggestion] in. Because you can be wasting 
your breath if you’re just saying something over and over and it’s not 
welcomed by the other party—it’s like you’re wasting your time.” 
 Example 2: “The other person has to be able to welcome it 
[suggestions] in order for—for it to be a change. If they’re not 
welcoming the suggestion, then no change can come out of it.” 
 Theme 3: Adapting to the party/situation. 
 Example 1: “It depends on the person. It could be a few minutes, a 
couple days—it all depends on the person and how that person can 
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handle it. Maybe you may cool off in say—15 minutes while the other 
person cools off the next day—so I think it depends on the individual.” 
 Example 2: “If you’re steaming angry and the other person is also 
angry—nothing’s going to come out of that [laughed]—because both 
of you are angry in the situation. So you’re going to say your 
perspective and the other person’s saying his perspective and then 
nothing’s going to come out of it. So I think everything has to calm 
down first—that’ll be my rule.” 
 Theme 4: Mediating disagreements. 
 Example 1: “I try to stay in the middle [laughed]. I try to stay in the 
middle so I don’t put myself on anyone’s side.” 
 Example 2: “It’s not hard to keep a neutral stance, because you want 
an understanding so that everybody can just come together.”  
 Theme 5: Respecting others. 
 Example 1: “Respect can go a long way, um, because you have to 
show respect in order to get respect.” 
 Example 2: “If you—if you show respect then people will respect you. 
They will respect you for who you are. They will respect you for how 
you are raised—they will respect you for all those things—depending 
on how you show respect.” 
 Theme 6: Applying Biblical principles. 
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 Example 1: “I use the Bible—I use my own life experiences. I use 
other people’s life experiences and I put everything together and see 
how it could solve the situation.” 
 Example 2: “The Bible is an important tool to help me to resolve 
conflict.” 
Elizabeth’s Conflict Resolution Approach Themes 
 Theme 1: Finding strength in God. 
 Example 1: “So—with the conflict I had to deal with, the first thing 
when it starts to hit—I thought it was me. How could this have been 
avoided? What role did I play in getting to this point? Was I blind? 
Did I not read the signs properly? Or when I read the signs did I react 
differently? Maybe I should have reacted one way but I reacted the 
other way? It took me a while to realize that some things will happen 
regardless and that uh, again—all things work together for good. So 
I’ve become—since then, I think I’ve become stronger in God.”  
 Example 2: “I’m more resolved that in spite of what comes or goes. I 
am called to do what I am called to do and if I do it with 50 people or 
if I do it with 100 people or if I do it with 1, I’ll still do it. That’s my 
new resolve. And it’s been a few years now since it’s happened and 
I’m better for it. It was good that I was afflicted as David says—
because I learned the statues of the Lord.” 
 Theme 2: Finding that conflict is necessary. 
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 Example 1: “It is not something I like but it’s something necessary—
because even as I am thinking back about the moment when the Lord 
gave me a visitation, it was a conflict.” 
 Example 2: “It [conflict] makes you look at where you are.” 
 Theme 3: Finding that conflict can be scary. 
 Example 1: “The scariest moment of my life because God confronted 
me—it was a conflict for me because I was in a totally different 
direction from where He was so it scared me.”   
 Example 2: “Conflict is very scary. It makes you look at where you 
are.” 
 Theme 4: Avoiding conflict. 
 Example 1: “Sometimes I don’t deal with it head on. Sometimes I 
withdraw.” 
 Example 2: “I just recently I had a situation, an incident I had to deal 
with. I started to reflect on it and it reminded me of Jacob having to 
return to his brother Esau after 20 years—and he didn’t directly deal 
with it because he sent his entourage.” 
 Theme 5: Using effective communication skills. 
 Example 1: “I spend a lot of time listening to what people are not 
saying and listening to how people are saying what they are saying 
because it’s in the how they speak and in what they are omitting that 
really tells the truth about what’s really going on in a conflict.” 
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 Example 2: “While I am listening I am praying. I am listening to them 
and I am listening to God.” 
 Theme 6: Respecting others. 
 Example 1: “At this stage of my life—the value that I follow is that 
everybody is invaluable; everyone’s opinion has value in it. The 
conflict is not the person, it is a situation—and I try very hard not to 
make it about the person [so] that when we are done, we can get to an 
amicable agreement—rather than for the individual to leave feeling 
less than themselves.”  
 Example 2: “I try hard to remember we are all God’s children and 
when we are dealing with a situation, I’m not doing this to derail you 
to make you feel worse about yourself. Let us solve the problem, and 
you are not the problem. That is foundational for me. I have to make 
sure the person knows, ‘You are not the problem. This has come up as 
a result of what you said, or what you did, what I did and so on. But 
you and I are not the problem. The problem is this thing in between. 
Let’s fix this.’” 
 Theme 7: Building character through learning. 
 Example 1: “Oh! It [the conflict] changed me. It changed the way I 
viewed things.” 
 Example 2: “It [the conflict] also made me a little stronger in terms of 
not over expecting from people and understanding—okay, everyone is 
really entitled to an opinion and a feeling.” 
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 Theme 8: Mediating disagreements. 
 Example 1: “Most times people are very leery to come—you know—
people want to feel umm, overly good and they want to feel as though 
I see them as good all the time. . . . They [the members] don’t want me 
to know what really goes on at home or they . . .  feel like they are 
really pushed to really come and when they come they oftentimes 
expect I am going to rebuke them—I am going to reprove them. They 
don’t get that and they usually are very relieved and they’ll say things 
like, ‘You know what, it took me a while to come—I never wanted to 
come—I didn’t know what to expect but umm, now that I have been in 
one of your sessions, I feel like if something were to happen in the 
future that I would come to you sooner.’” 
 Example 2: “Depending on the conflict—let’s say for instance I’m 
dealing with a marriage situation. Most people that come to me for 
counseling that are already married—they have a thing where the wife 
wants to be right and the husband wants to be right but—what guides 
me is where God is. Marriage is an institution and when I sit to guide 
in that realm, I want to stay on the path of marriage—not to pacify the 
wife or to pacify the husband. . . . Okay, ‘What does God say about 
marriage? What’s God’s plan for marriage?’ So when everybody’s 
like, ‘He said this’ or ‘She didn’t cook my dinner,’ or whatever the 
case is—[I am thinking], ‘How does this help the institution of 
marriage? How does it help the institution of the family? How does it 
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help?’ In that regard . . . I look at the purpose for things and so as I am 
looking at my value system, I am also looking at my purpose.” 
Tony’s Conflict Resolution Approach Themes 
 Theme 1: Discovering resolution in God. 
 Example 1: “Our conflicts that we encounter can be solved if we just 
go to a higher source of being—[a higher] source of power.” 
 Example 2: “God can work it [conflict] out.” 
 Theme 2: Feeling unheard. 
 Example 1: “So I like to see a church where people can speak freely—
you know, and not feel like they’re not gonna be heard or it’s not 
gonna [be effective] you know—[where] nothing will happen.” 
 Example 2: “When you’re in a church and people can’t say how they 
feel—it shows in the church. It shows because the church will be 
lacking [and] it will be stagnant.” 
 Theme 3: Submitting to the other party. 
 Example 1: “I try to just take the lesser ground. I’d rather take the 
wrong just so that whatever the conflict is will pass.” 
 Example 2: “I try to give because I know that whatever the conflict 
is—it’s probably not worth creating a scene over—so I know it will 
pass. So basically, I just humble myself and let it pass—and then after 
a while—you realize that sometime that’s the best route in things.” 
 Theme 4: Forgiving others. 
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 Example 1: “I don’t wait until I see the person to forgive them. I can 
forgive them when I’m by myself. I just release them—I release the 
situation when I go to pray. I don’t want to be angry with that person. I 
want to just release it.” 
 Example 2: “Sometimes it’s hard because you got to pray and you got 
to ask God to help you to just forget about the situation or just uh, take 
it— release it—because you know, you understand that according to 
the Word of God—if you don’t forgive others, you won’t be forgiven. 
So there are times when we need to be forgiven, so we have to learn to 
just understand each other and forgive each other.” 
 Theme 5: Building character through learning. 
 Example 1: “Well, every conflict just makes me stronger. You know, 
there’s always a lesson to learn. There’s always growth.” 
 Example 2: “You know, they said you grow more when you’re in the 
valley, not when you’re on the mountaintop. You gather the strength to 
get on the mountaintop in the valley. So, when you’re going through 
the trials, the tribulation, the conflict, your sorrows and you know—
that’s the opportunity, when you grow and you learn.” 
 Theme 6: Mediating disagreements. 
 Example 1: “I pretty much just listen to both sides, you know, and 
pretty much just try to get them to come to an agreement.” 
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 Example 2: “Try to get them to mediate—to come to an agreement and 
solve their own conflict, you know. But you got to listen to both 
sides— there are always two sides to every story, to every conflict.” 
 Theme 7: Finding strength in God.   
 Example 1: “You have to stand your ground—you have to know what 
you believe and what you hold dear to. And you know—there are 
certain things that you cannot give up. You have to take a stand for 
something or else you’ll fall for anything. So, there comes a time when 
you’re gonna have to know what you believe and what your purpose 
is—what your goals in life and what your worldview are—and what 
you want to stand for—and if conflict arise, you gonna have to stand 
on your principles and your core beliefs and traditions.” 
 Example 2: “Some things you don’t really forget that easily—but you 
know, as time goes by, you will forget it because you don’t want to 
hold on to any—you know—any sorrow, anything negative. Once 
you—you stay with the Lord and you continue to trust God, He will 
lead you and you won’t have to remember the hurt, and the past, and 
the sorrow, the headache.” 
 Theme 8: Desiring to reach out to others. 
 Example 1: “Sometime you just have to—you know—go the extra 
route to—to make peace. Pretty much just understand others, 
understand what their needs are, and understand how to get along and 
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how to—you know—create [an] environment where everybody can 
feel accepted and feel peaceful.” 
 Example 2: “The teaching in—you know—Christendom where we 
ought to forgive each other, love each other, and just—you know, if 
something offend your brother then don’t do it. If somebody’s gonna 
be offended over what I do, there must be a way for me to not do it in 
their presence or just avoid doing it at all.” 
 Theme 9: Getting help from others. 
 Example 1: “It’s usually more than one person—like if there’s a 
conflict—you [are] supposed to have two witnesses and then you 
would address the situation or the person.”  
 Example 2: “There’s a guide of how you would approach the person 
and basically if you can’t solve a conflict then there’s another step you 
take to pretty much get the conflict resolved.” 
 Theme 10: Using effective communication skills. 
 Example 1: “When you have love, there’s no fear. You’re able to listen 
to others and pretty much explain to them what the Word of God says 
in love and—just—you know, try to work with what their requests 
are.” 
 Example 2: “Growth comes when people are freely able to 
communicate and to say you know what’s bothering them or how they 
feel.” 
 Theme 11: Being role model to others. 
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 Example 1: “Well, you know—the church is there to help others 
whenever they’re in conflict.” 
 Example 2: “There’s conflict in marriages—there’s conflict in the 
home—you know—and in families. And that, that’s the purpose of the 
church—you know it’s a place where you can go and you can pretty 
much sit down and speak to a minister and get counsel from the Word 
of God—how to love, how to forgive, how to understand—you know, 
human nature and the other human being.” 
 Theme 12: Opening doors for conversation. 
 Example 1: “You know because that’s how it is when—whenever you 
have people together—there are always new ideas, there [are] always 
fresh ideas—people can do things better. You know—people come 
and they observe and they, you know—they see stuff so—if you’re not 
allowed to—to speak, then it’s gonna show in the organization.” 
 Example 2: “When you’re in an organization where there’s 
communication [and] you can speak and freely, resolve your conflict, 
[and] say what’s on your mind, [then] you [will] see the beauty. You 
see everything flowing, running smoothly and it’s well organized.” 
Julia’s Conflict Resolution Approach Themes 
 Theme 1: Allowing parties to determine solution. 
 Example 1: “Once there’s a conflict, there must be a solution.” 
 Example 2: “The solution is there though, but again—if one of the 
parties doesn’t want to come to a solution, then the solution cannot be 
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there. There is a solution—but again, it all has to do with whoever is 
involved in the conflict.” 
 Theme 2: Discovering resolution in God. 
 Example 1: “Sometimes you just got to pray and leave it to God.” 
 Example 2: “I leave it to God—I have to, because my goal is to reach 
heaven so I can’t go out there and curse and whatever. No!” 
 Theme 3: Respecting others. 
 Example 1: “I was brought up to be respectful—to try to resolve my 
issues without hitting or cursing or stuff like that.” 
 Example 2: “I try to resolve my issues in a peaceful and a respectable 
manner.” 
 Theme 4: Applying Biblical principles. 
 Example 1: Well—first of all, that’s where my Christianity would 
come into play—because if I have a conflict, I’m going to—I’m going 
to try to behave or try to resolve the conflict the way God wants me to 
resolve it.”  
 Example 2: “Because of my Christianity, I have to look at conflict that 
way, you know. I can’t be boisterous I try to approach it in a positive 
way—because of my Christianity.” 
 Theme 5: Using effective communication skills. 
 Example 1: “Again, being a Christian and being taught, you know—
being taught how you should behave as a Christian—as a child of God, 
you really have to know how to behave and how to approach the 
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situation—You cannot do certain things as a Christian. Even if 
somebody out there curse you out, you have to look the other way. 
You have to try. It’s hard, but you have to try.”  
 Example 2: “You have to say, ‘Oh, I’m a Christian.’ You have to keep 
on thinking—keep on having that in your head: ‘I’m a Christian, I’m a 
Christian’—Christians behave and communicate in a certain way. You 
have to know what to do and say.” 
 Theme 6: Avoiding conflict. 
 Example 1: “Well, at least I try not to put myself in that position 
either. If there’s a conflict coming on—because I want to—I want to 
be able to work well with everybody—I try not to put myself in a 
position like that.” 
 Example 2: “I try to avoid conflict.” 
Zoey’s Conflict Resolution Approach Themes 
 Theme 1: Empathizing with others. 
 Example 1: “Even with having my baby—I used to criticize people 
with bad kids. I used to say, ‘Oh, this child is just so unruly! They’re 
all over the place. Ugh!’ But—now that I have my son, I empathize 
with them because I know exactly what it’s like to have a child who 
wants to have his own way.”  
 Example 2: “I don’t judge other people so easily—even when I am in a 
conflict with them. I think that’s why God allows us to go through 
trials—because, when we experience something, we can empathize 
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with somebody who has that experience. But, if you don’t know what 
it’s like to be down that path, you can judge so quickly—and you’ll be 
wrong for it because later on down the road, you might be in that same 
position and you would react differently.” 
 Theme 2: Discovering resolution in God. 
 Example 1: “I know that God has got my back, I don’t have to worry 
about what people say.” 
 Example 2: “But I’ve come to have such a confidence that God’s got it 
[solution]—I don’t worry so much about that [conflict] anymore. He 
told me that vengeance is mine.” 
 Theme 3: Finding another perspective on conflict. 
 Example 1: “I used to think of conflict as being very bad—so I hated 
conflict because of the contention and all the aggravation that went 
with it. . . . But, after getting another insight into what conflict can be, 
I realized conflict is not so bad after all because conflict is basically 
two people who have different opinions.” 
 Example 2: “Of course we’re gonna see the world differently and of 
course we may not always share the same goals or purpose—so, that’s 
why we have conflict. The important thing is how you deal with it.” 
 Theme 4: Submitting to the other party. 
 Example 1: “I mean all my experiences I can think of have been 
positive because usually—what happens is—whenever there is—um, a 
disagreement, I don’t mind obliging the other person.” 
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 Example 2: “I don’t mind letting them have their way. It’s never really 
affected me. If I—let’s say for example, if I’m going to dinner, and 
someone wants Wendy’s, and I want Pollo Tropical, I’m just gonna 
say, ‘Okay, I can have Wendy’s. It’s not really a big deal for me.’” 
 Theme 5: Connecting with God. 
 Example 1: “If someone does something to me and, um, it’s contrary 
to what I expected, or, or what the word of God says then I’ll know to 
say far from the person. But—at the same time, I don’t want to malice 
them. I don’t want to have anything against them in my heart.” 
 Example 2: “I want to make sure that when I pray, I can reach God. I 
don’t want Him to say, ‘No, go back and make peace with that person 
first, and then you come to me.’” 
 Theme 6: Allowing parties to determine solution. 
 Example 1: “So I hated conflict because of the contention and all, the, 
the aggravation that went with it, and the hostile environment. . . . But, 
after getting another insight into what conflict can be, I realized 
conflict is not so bad after all because conflict is basically two people 
who have different opinions. We come from different culturally 
backgrounds. We’re not gonna see the world the same. We have 
different outlooks on life. So, of course we’re gonna see the world 
differently and of course we may not always share the same goals or 
purpose—so, that’s why we have conflict. The important thing is how 
you deal with it—and, based on how you address conflict, that’s going 
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to determine if it’s positive or negative. It all depends on who is 
involved.” 
 Example 2: “The resolution of conflict really depends on those 
involved in the conflict.” 
 Theme 7: Building character through learning. 
 Example 1: “Well, it [the conflict] made me realize that people, um, 
have needs, and if those needs are not met, they can be a little bit—uh, 
not really crabby, but, you know—You, you start to see the human 
nature in people. And, then I realized that, ‘Okay, I have to be wiser 
about this.’” 
 Example 2: “The more you experience conflict, the more you learn and 
grow as a person.” 
 Theme 8: Applying Biblical principles. 
 Example 1: “Well, I try to go by the Word of God. I try to treat others 
like I would want to be treated.”  
 Example 2: “The Bible sets a good foundation for how to deal with 
conflict.”  
Emma’s Conflict Resolution Approach Themes 
 Theme 1: Avoiding conflict. 
 Example 1: “I don’t like conflict—I try to ignore it.” 
 Example 2: “I just storm upstairs and shut my room that’s how I deal 
with conflict.” 
 Theme 2: Using effective communication skills. 
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 Example 1: “Don’t get angry, just calm down and just talk about it.” 
 Example 2: “Instead of just storing it and just blocking it and ignoring 
it— communicate.” 
 Theme 3: Mediating disagreements. 
 Example 1: “That person told what he thought . . .  and then the other 
person. With the youths you got to come together and talk it out until it 
finally gets resolved.” 
 Example 2: “Mediation is important in resolving conflicts.” 
Antoinette’s Conflict Resolution Approach Themes 
 Theme 1: Feeling unheard. 
 Example 1: “I don’t know about anybody else, but with me—
whenever a situation occurs, everybody act like I was wrong. 
 Example 2: “I really look at things differently now because in the past, 
I have been blamed for being wrong and I don’t like to be wrong.”  
 Theme 2: Being open-minded. 
 Example 1: “I just try to have an open mind when conflict arise 
because I know that when people get upset, they don’t think—they just 
act.” 
 Example 2: “I look at it from a third party lens looking in at the 
situation.” 
 Theme 3: Persevering in spite of challenges. 
 Example 1: “When they feel like coming around—you know— I’ll 
accept them even though I’m still waiting on that apology.” 
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 Example 2: “I’ll still accept them and I’ll try to move past the issue.” 
Micayla’s Conflict Resolution Approach Themes 
 Theme 1: Building character through learning. 
 Example 1: “If you don’t learn from it [conflict], you gonna still go 
through the same thing all over and all over and all over again. . . . It 
wasn’t for me to address—it was for me to get stronger.” 
 Example 2: “The leadership role is definitely strengthening me, and 
um, in my emotions, is uh, allowing me to deal with conflict in a better 
way . . . He’s molding me and making me to not be moved.” 
 Theme 2: Adapting to the party/situation. 
 Example 1: “So sometimes what I do is I play it out, like, or I’ll reason 
with myself and be- be like, ‘Okay, if I go do it this way, what’s the 
possibilities of what can possibly happen?’ You know, I reason. Or, I 
leave it alone—wait for the right time.” 
 Example 2: “When you’ve been through conflict so much throughout 
your life, you know when it’s gonna basically happen or something’s 
stirred up so you will know whether to wait.” 
 Theme 3: Discovering resolution in God. 
 Example 1: “In whatever way God is molding me, basically, He’s 
molding me and breaking me to not be moved. You know? So when 
conflict comes, I just gotta sometimes shut my mouth and um, leave it 
alone—and let Him [God] deal with it.” 
 Example 2: “Honestly, I felt God took care of it [conflict].” 
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 Theme 4: Persevering in spite of challenges. 
 Example 1: “Well, growing up, I could never depend on anybody to 
help me. You know, my mom and my aunt used to fight . . . they 
would always have conflict. They always had to go around each 
other’s back.”  
 Example 2: “So I remember as a young child when I saw my family 
[used to] fight over little stuff [so] I taught my kids if you have it, you 
give it—don’t ask for it back.”   
 Theme 5: Confronting the issue. 
 Example 1: “The high school girls were not getting along, so we had 
an open discussion, and um, we talked about conflict and how two 
people should handle it, you know. The downfall [in conflict] is saying 
it to so many people—so by the time it gets to you, it could be entirely 
something different. So I tell the girls, it’s okay to go directly to that 
person, if needed, to express yourself without allowing those emotions 
just to build up. . . . Go to the source and don’t be so catty or immature 
about it.” 
 Example 2: “It is better to address the issue directly.” 
 Theme 6: Feeling unheard. 
 Example 1: “Well, of course, um, it [conflict] was very hurtful. I can’t 
lie. It was very hurtful because I wasn’t given the opportunity to voice 
my opinion as to what happened.” 
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 Example 2: “So when conflict comes, I just gotta sometimes shut my 
mouth and um, leave it alone.” 
Ann’s Conflict Resolution Approach Themes 
 Theme 1: Having broad perspective on conflict. 
 Example 1: “There are different ways of [experiencing] conflict.” 
 Example 2: “Conflict, it goes in many ways. Conflict can be 
misunderstanding. Conflict can be not agreeing with something—you 
both not agreeing [about something] . . . It doesn’t have to be violent.” 
 Theme 2: Adapting to the party/situation. 
 Example 1: “Yeah, [it] depends on how the person responds. One 
thing my, um—I had a history teacher taught me, ‘You can be very 
nice and calm to a person but at the same time that person might be 
offended.’” 
 Example 2: “Depends on their environment how they adapt to certain 
environment is what they’re used to. So, a boisterous loud person 
would not affect them because that’s just the norm for them.” 
 Theme 3: Using effective communication skills. 
 Example 1: “So, conflict with other associates and as well as in the 
church teaches me how to approach things on a different level—and be 
able to listen.” 
Example 2: “One of the greatest things in conflicts is to make sure you can 
 listen. You have to be able to listen to both parties before you can 
make a judgment.” 
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 Theme 4: Mediating disagreements. 
 Example 1: “[If] you’re engaged in a conflict you have to remain 
neutral.” 
 Example 2: “You can’t be lopsided, defending just one side. You got 
to remain neutral so that both parties feel that you are really defending 
both sides—and you have to weigh the situation.” 
After clustering the themes for all 22 individuals, seven themes emerged 
reflecting their conflict resolution approaches: 1) solving problems; 2) exercising faith in 
God; 3) demonstrating compassion; 4) building personal development; 5) employing 
strategies in conflict resolution; 6) providing service to others and 7) facing the 
challenging side of conflict. These themes became the core themes of the experience, and 
will be identified as categories to differentiate them from the individual themes. Each 
core theme (category) was further broken down into subthemes as seen below. This 
section provides a snapshot of the core themes and subthemes that were generated, but a 
detailed analysis with verbatim examples will be provided in the next major section titled, 
“Categories.” 
Categories and Subcategories for RQ2: 
I. Solving problems.  
A. Opening doors for conversation.  
B. Allowing parties to determine solution. 
C. Collaborating as a team.  
II. Exercising faith in God.  
A. Connecting with God.  
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B. Finding strength in God.  
C. Discovering resolution in God. 
III. Demonstrating compassion  
A. Respecting others.  
B. Embracing diversity.  
C. Empathizing with others.  
D. Desiring to reach out to others.   
IV. Building personal development.  
A. Being open minded.  
B. Building character through learning.  
C. Persevering in spite of challenges.  
V.  Employing strategies in conflict resolution.  
A. Confronting the issue.  
B. Getting specific facts.  
C. Adapting to the party/situation.  
D. Applying Biblical principles.  
E. Using effective communication skills.  
F. Getting help from others.  
G. Mediating disagreements.  
VI.  Providing service to others.  
A. Motivating members.    
B. Submitting to the other party.  
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      VII.  Dealing with the challenging side of conflict. 
A. Misunderstanding the other party.  
B.  Feeling unheard.  
C. Avoiding conflict.  
Step 4: Final Identification of the Invariant Constituents and Themes by 
Application: Validation 
To ensure that accurate themes were developed, I validated them by checking 
both the themes and the invariant constituents against the entire transcript of each 
research participant. One of two criteria must be met: Firstly, they were stated explicitly 
in the transcription; secondly, they were compatible with the information in the transcript. 
If none of these requirements were met, then the theme was deleted.  
Each theme was checked for accuracy against the original transcript to ensure that 
the statement was not taken out of context, and that it captured the meaning the 
participants intended. I highlighted the major themes (invariant constituents), and in 
addition I also included idiosyncratic themes (themes that were unique or not common). 
Many of the themes emerged out of the language the participants used as they described 
their experience. I ensured that these themes were overtly expressed before using them in 
both analyses. 
Steps 5-7: Individual Textual, Structural, and Textual-Structural Descriptions 
Steps 1-4 explained how I generated valid statements for the analyses, and I 
provided examples for clarity and transparency. The next three steps for each participant 
were addressed successively both in descriptions and examples so that the analyses of 
each individual would be easy to follow. First, a description of each step was addressed 
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in sequence followed by examples of each step. Thus, I illustrate the examples only after 
the last three steps were fully described.  
Step 5: Individual Textual Description 
In this phase of the analysis, verbatim examples from the transcripts were used to 
capture the “what” of the message (Creswell, 2007). These examples depicted the lived 
experiences of the participants based on their own worldview and how they experienced 
the phenomenon. The narrative truths must be presented in a vivid manner (Polkinghorne, 
2007). According to Husserl, noematic intention involves participant’s emotions, feeling, 
and consciousness, as well as the textual description of their experience (Creswell, 2007), 
which were expressed vividly by the verbatim examples from the participants. A diligent 
effort was made to ensure that the examples were applied within context so that none of 
the participants were misquoted. Examples of the textual description applied were 
presented after an explanation of the last three steps in the analysis. 
Step 6: Individual Structural Description 
The structural description explains the “how” of the “what” was experienced. 
Husserl refers to this as the noetic aspect, where one tries to understand the reasons 
behind the experience. In the individual structural description, I used imaginative 
variation to help readers to understand “how” participants experienced the “what” 
(Creswell, 2007) of the experience. Moustakas describes imaginative variation as “the 
utilization of imagination, varying the frames of reference, employing polarities and 
reversals, and approaching the phenomenon from divergent perspectives, different 
positions, roles, or functions” (Moustakas, 1994). This may include looking at the 
situation surrounding the event (Creswell, 2007), but it also includes “a free play of 
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fancy; any perspective is a possibility and is permitted to enter into consciousness” 
(Moustakas, 1994). He concludes that “through Imaginative Variation the researcher 
understands that there is not a single inroad to truth, but that countless possibilities 
emerge that are intimately connected with the essences and meanings of an experience” 
(Moustakas, 1994). Moustakas (1994) points to four steps of imaginative variation: 
1. Look for possible structural meanings that underlie the textual component. 
2. Look for the underlying themes or contexts that represent the phenomenon. 
3. Consider universal structures such as time, space, bodily concerns, 
materiality, causality, relation to self, or relation to others. 
4. Look for examples that vividly convey the invariant structural themes and 
structural description of the phenomenon. 
All of these facets of imaginative variation were used to try to understand the 
“how” behind the participants’ experiences. If a phenomenon seemed apparent, it was 
stated as such in the examples of structural descriptions, but it is also important to note 
that all structural descriptions were placed within the context of the participants’ 
experiences, and the totality of each transcript was rechecked to confirm viability of such 
a structure. 
Step 7: Textual- Structural Description 
Both the noema, the “what” of the experience and the noetic, the “how” of the 
experience, were weaved together. The synthesizing of both the “what” and the “how” 
gave an overall sense of the phenomena experienced. Words such as “key,” “dominant,” 
and “main” show the themes that were predominant for the participants. Both the 
verbatim examples (textual) and the “free play of fancy” (Moustakas, 1994) were used to 
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achieve the phenomena. This step was especially important because each participant’s 
textual-structural description was looked at together to generate the composite structural 
description, which represented the overall lived experience of the group.  
The textual, structural, and textual-structural description for each of the 22 
individuals was generated, followed by a composite description of the experience. 
Moustakas (1994) reminds us that the essence is temporary so we cannot fully understand 
the nature of the lived experience since they occur at a particular place and time. 
Although this is true, the study has relevance for the reasons noted in the first chapter, 
and the implications and significance of the study will be noted in the fifth and final 
chapter. 
Application of Steps 5-7 
Each transcript had an average of 25-30 pages of data, so while the entire 
transcripts were analyzed in detail, only the most important essences were presented in 
steps 5-7 to paint a picture of each participant’s lived experience of the phenomenon. The 
phenomenon of Jamaican church leaders’ construction of their identity and conflict 
management as they reside in South Florida was captured vividly. First-person pronouns 
were sometimes removed from the quote so that the statement flowed as I captured the 
essence of their experience using verbatim examples. The vocal fillers and repeated 
phrases were included for a natural conversational flow, and to preserve the authentic 
voice of the participants as they created their responses. If the fillers and repetitive words 
or phrases obstructed the clarity of the message, they were deleted. The quotes used were 
applied within the context of what the participant stated so that the meaning emerged as 
the participants intended. The essence of the experience was checked against transcripts 
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to ensure that the phenomenon was captured correctly. Each of the 22 participants will be 
identified by their pseudo-name followed by the individual textural description (step 5), 
the individual structural description (step 6), and the individual textural-structural 
description (step 7). 
Jessica 
Individual textural description. Jessica’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Jessica believed “A lot of people look up to me because I have been 
saved for years. I’ve gotten saved since I was younger so once other new members come 
in they see me there. They see what I do, so they look up to me as a role model.” Jessica 
also took pride in establishing better connection with others. As she put it, “I think 
spending time with someone is the best way to getting to know someone.” She made the 
effort to reach out to others “so now we are going out and learning each other, more than 
everybody standing off and not knowing and just think in their own minds that that 
person is stuck up or something like that, we get together more, so that’s what we’re 
doing now to make the difference.” 
Conflict resolution approach. In addition to being a role model and establishing 
better connection with others, Jessica tried to mediate conflict situations so that parties 
could get along. In this capacity, she was usually the person “Just to have everybody 
understand both ends of the situation, understanding the person, the offensive and 
defensive side.” She observed that “A lot of times with conflict—I have seen conflict 
happened right in front of me—it’s really misunderstanding. That’s what goes on with a 
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lot of conflict . . . You didn’t hear me say this—you heard something else. You lash 
out—it’s just misunderstanding and miscommunication.” She believed that this 
misunderstanding was based on “all on how you view the person. You’re viewing them 
as a bully, and not getting to really know them that they are an angel. You just view them 
based on what you see with your eyes…and not getting to know them yourselves.” 
Despite the obstacle of perceptual differences, Jessica believed this could be corrected. 
As she said, “I think spending time with someone is the best way of getting to know 
someone, and not having negative thoughts of the person. If—if I went to bowling with 
you and I said, ‘Oh, Davina is a really jolly person,’ the next time somebody come to me 
and say something about you I can say, ‘No! She is not like that, because I know her!’ 
You understand what I am saying? Had the person gotten the time to know you, then they 
would know you are not that type of person, so—spending time with people really getting 
to know them helps diffuse conflicts.” 
Jessica admitted that “Conflict on a whole—I don’t get into a lot of conflict. 
Unfortunately I don’t. I am just a straightforward person. If you upset me, I am going to 
tell you that you upset me. Not that I am going to be mad about it.” On those few 
occasions when she engaged in conflict she wanted to resolve it quickly, “Don’t give it 
years, don’t give it months—uh—one or two days I would say just to—for you to be 
upset and get over it because in all honesty, you could be upset about something, and the 
other person is not upset.” One of the tools she used to help her get through conflict is the 
Bible. She recalled “a situation the other day . . .  and everybody was upset—but God 
spoke to me—I’m like, ‘If we’re supposed to be living by your Word, why aren’t we 
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going by what you said in the Bible?’ It says I should forgive seventy times seven—to 
turn the other cheek, and that’s what I have to let them know.”  
One unique aspect about her response is that it is important to consider one’s own 
well-being in the conflict. All the other participants in the study focused on caring for 
others but Jessica mentioned the importance of caring for yourself as well, as you reach 
out to others. As she put it, “Yea—you can’t jump and be upset at everything. Getting 
upset, you are hurting yourself and someone else doesn’t even know you are upset.” 
Individual structural description. Jessica’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. For Jessica, being a role model was very important, especially because 
“back where I was coming from I didn’t have a lot of people who took young people in 
like that.” She took pride in setting an example for the younger generation. Jessica 
seemed confident in how she interacted with others and was a very direct in her approach. 
This could be the result of the role Jessica played in the organization, as she led in several 
initiatives such as if it’s “business that they want to start . . . [I will] help them with that, 
if it’s a book they want to write, if it’s ministry that they have within them [I will help 
with those also].”  
Conflict resolution approach. Jessica seemed unaffected by conflict. Her well-
being was very important to her, so she was mindful of her emotional state whenever she 
engaged in dispute. Rather than judging someone, which might have escalated a conflict 
situation, Jessica would rather get to know them. She realized that perception was a 
significant barrier in forming an agreement so she was an advocate for spending more 
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time together doing something fun. “So what we start doing now as a body—we’re going 
out as leaders . . . we went bowling, we went [to] Christmas dinner so everybody’s 
getting to learn each other. Oh—this person is really funny . . .  I thought this one was 
really quiet but she is not really quiet—‘Oh my God! [laughed]. I can’t believe I had so 
much fun with you!’” Jessica’s conflict resolution approach depended on the kind of 
relationship she had with the participants, and communication was necessary. 
Individual textural-structural description. I used both the noema and the noetic 
of Jessica’s experiences together to capture the phenomena she experienced. Her views of 
her identity and her conflict resolution approaches are depicted below. 
Identity. There were two key themes that emerged in Jessica’s responses. Firstly, 
Jessica prided herself in being a role model to the others, especially for the younger 
members, and remarked “I do love the young people a lot, as I said before. They look up 
to me, not only spiritually, but I mean physically, the things I do on a day-to-day basis.” 
Secondly, she thought it was really important to get to know each other well, which 
would minimize conflict. As she put it, “so now we are going out and learning each other, 
more than everybody standing off and not knowing and just thinking in their own minds 
that the other person is stuck up or something like that.” 
Conflict resolution approach. There were two key themes that emerged from 
Jessica’s conflict resolution perspective. Firstly, Jessica believed that her conflict 
resolution practice was based primarily on the Bible. She believed “The Bible is here—
we are living the Bible. So we got to forgive and move on.” Since Jessica saw herself as 
an embodiment of the Bible, she couldn’t hold onto grudges. She asked herself, “[If Jesus 
was in this situation] what would Jesus do? He’s not going to cuss you out [laughed]—
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that wouldn’t be the right way. Jesus would not have done that . . . He wants for us to 
resolve anything in life [using your godly principles—yea—your godly principles are the 
best way to go.”  
A second theme that emerged was that it took time to address conflict. Jessica 
believed that “If you are going to address a conflict—don’t address it right away while 
the situation is heated. I say you give it time first. Don’t give it years, don’t give it 
months—uh—one or two days I would say just to—for you to be upset and get over it 
because, in all honesty, you could be upset about something—and the other person is not 
upset.” When conflict is addressed at the right time, the situation can be resolved after the 
heightened emotions have subsided. 
Jessica’s approach to conflict appeared to be healthy as she was proactive in 
minimizing conflict by getting to know the other person and helping to diffuse conflicts 
between parties. She also had a strong sense of self-identity as she portrayed to the others 
what it meant to be an exemplary leader. 
Chris   
Individual textual description. Chris’ textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Chris took on key roles in the church as he affirmed, “I do all things 
youth . . .  then my primary responsibility now in the church is the music ministry. Those 
are my two primary roles.” He prided himself as a role model as “the youth in our 
ministry look up to me.” Chris’ role placed him in a position where he was constantly 
interacting with many individuals, which sometimes resulted in conflict.  
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Conflict resolution approach. Chris’ perspective on conflict was “from actually 
being a teacher, from dealing with conflict from kindergarten, all the way up to high 
school—and then as a leader, dealing with conflict from young adolescence all the way 
up to adults and mature adults.”   
Chris accepted the fact that “Conflict is inevitable, um, because we are different 
as human beings—because we all have our own thoughts [and] our own ideas how we do 
things.” He believed that “your culture is your lens and sometimes, um, it can skew how 
you may handle a situation.” In his opinion, “conflict is positive when the parties 
involved are willing to come to a solution to the problem, a mutual amicable solution to 
the problem” but he cautioned that “if we are not willing to be honest then a conflict 
cannot be fully resolved” and “with certain conflicts it’s imperative that you get all the 
facts because if you don’t get all facts then you could come [up] with the wrong 
conclusion.” For Chris, it was critical to resolve conflict because “if you ignore it 
[conflict], it eventually eats you away slowly. And uh, what I’ve seen in pastoral care—
what I always tell the people who are not willing to resolve conflicts and are not willing 
to resolve things, or issues or disagreements that they have—[that] they are usually the 
ones who then turn out to become what the Bible would term to be the scornful. They 
become bitter and then after bitter, uh, they become resentful and then they become 
scornful. You know—they now begin to turn on people and then begin to, um, now lash 
out at people because they haven’t dealt with their own internal conflicts and or conflicts 
that they’ve had with others.” 
Chris not only spoke about how conflict affected people’s interaction with each 
other, but he also spoke about how conflict affected his relationship with Jesus. As Chris 
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put it, “I’m a happy-go-lucky kind of guy who likes my joy, who likes my peace, who 
loves Jesus. And Jesus will not be around me if I keep up with conflict or don’t resolve 
issues—because when I go into His presence that’s the first thing He’s gonna bring 
before me—you get what I’m saying?” So Chris resolved conflict quickly using “God 
and His word. If it doesn’t line up with His word it ain’t gonna to work for me.” Even in 
mediating conflict, he said, “I am there as a support sometimes—to keep them calm—[to 
keep them] from going hostile but then to also help them [to] see it from God’s view—
from a Biblical standpoint.” Besides the Biblical perspective, he also looked at how 
gender affected conflict, adding “the woman will not realize that her tongue will either 
build up or tear down [a man]. . . when the man is torn down by the words that she said . . 
. that makes the man now, um, become resentful or lash out or does things and then 
causes conflict.” That aggressive response would become a problem, particularly because 
the “number one thing a man wants is respect. Number one above everything else is 
respect—the respect, and number two, support.”  
Individual structural description. Chris’ structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. By taking on several roles in the church, it became clear that Chris was 
an important member of the organization. He seemed passionate about working with the 
youths, and trained them by showing them how to be exemplary models. Chris’ role in 
the church and his effectiveness seemed to stem from his relationship with God. He gave 
words of wisdom and advice to the youths and other members, which stemmed from 
what he had also learned from the Bible and from consulting God in prayer.  
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Conflict resolution approach. Chris appeared to be very familiar with conflict 
because he dealt with different kinds of people on a daily basis. He acknowledged that 
any conflict “eventually eats you away slowly,” whether physically or mentally, if it is 
not addressed. It was interesting that the conflict didn’t only affect him in the natural 
sense, but it also affected his spiritual walk. Regardless of the frequency and intensity of 
the conflict, Chris had to resolve it so that he could connect with God in prayer.  
Even though Chris did not “like to follow Biblical values,” he realized that 
“they’re the ones that work best.” By gaining insight from a spiritual perspective, he 
helped others to look at the conflict through a different lens. The conflict did not seem 
like such a big issue when the whole picture was taken into consideration, or when it was 
looked at from God’s perspective. This spiritual dimension gave the face of conflict a 
different shade from how conflict was normally perceived. For example, conflicts that 
seemed intractable were easily solvable when the participants were willing to obey the 
Bible. 
Not only did he encourage participants look at conflict through a Biblical 
perspective, but he also offered other lenses such as culture and gender. He provided 
perspective and perception as participants resolved their conflicts. I imagined looking 
through a kaleidoscope as I looked at the myriad ways that one could view conflict. 
Individual textural-structural description. I used both the noema and the noetic 
of Chris’ experiences together to capture the phenomena he experienced. His views of his 
identity and conflict resolution approaches are depicted below. 
Identity. Two key themes emerged; firstly, Chris was a role model, especially for 
the youths. Secondly, Chris was a counselor. Chris had several responsibilities: serving as 
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a role model, counselor, and being there for the youths. As he put it, “I do all things 
youth—youth events, youth activities, all things youth. I do a lot of youth, a lot of 
ministry and, of course, teaching and all that stuff.” As he fulfilled all these roles, he 
recognized that “the youths in our ministry look up to me. Uh, there are other people, of 
course, in our ministry that look up to me for different reasons,” so he was careful to 
demonstrate exemplary leadership. 
Conflict resolution approach. Two key themes emerged from Chris’ conflict 
resolution perspective; firstly, conflict affected one’s relationship with God and others 
and secondly, conflict arose from perceptual differences. Chris believed that conflict is 
inevitable because we are diverse, but conflict doesn’t have to be negative. As he put it, 
“Conflict can actually bring about, um, improvements within the parties . . . sometimes 
conflict is the best way to bring about things that weren’t said,” but he also cautioned that 
“External conflicts will gnaw at you internally and then become internal conflicts if you 
don’t deal with them,” adding, “We only have one heart, and it’s the same heart that you 
love with is the same heart that you have to forgive with.”  
This concept of the heart was very powerful. As Chris explained, “If your heart is 
hard towards one person, it’s going to be really hard for your heart to love somebody 
else. As much as you care for that person, people will eventually treat other people that 
they do love badly because of this irreconcilable issue on conflict that they have with 
other people.” Then added, “I’ve seen that for myself . . . the husbands have issues with 
their wives because they have another issue with something else that has absolutely 
nothing to do with it.” So I imagined that if a husband had an issue with a co-worker, 
then he might become frustrated with his wife, even though she had nothing to do with 
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the conflict he experienced at work. Even in this situation, Chris would caution that the 
wife should treat her husband with respect and support because “number one above 
everything else is respect—the respect and, number two, support.” 
Throughout the interview, Chris used several examples to illustrate how conflict 
affected not only the individual and others, but also their relationship with God. He spoke 
about his own experience with conflict, adding that he couldn’t stay angry for long 
because his relationship with God will always be important. He helped others to maintain 
their relationship with God by helping them to see a different perspective, “to see in a 
Godly view because when you’re in the situation most times you’re only seeing it based 
off of how you feel.” Overall, Chris believed that if all parties are willing to work 
together and be honest, conflict can be productive and you would be able function 
effectively. 
Riley 
Individual textual description. Riley’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Riley was a role model to others, especially the youths. As she put it, “I 
am mostly for the young people. They can come to me and we can talk about stuff that 
they could not talk to their parents about—issues that they are dealing with at home.” 
Riley stated, “I believe I have more impact on the young people. Um—adults—I’ve 
never really had to deal with adults so much but young people, I have more experience 
with them.” She also valued her relationship with God. As she put it, “I like to hear from 
God [laughed].” 
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Conflict resolution approach. Riley viewed conflict as a “disagreement between 
two people. Two people coming together clashing.” She believed that “perception has a 
lot to do with [conflict]—ummm—one person perceived something that was incorrect. 
The information wasn’t given correctly—and so—they both had disagreements so it was 
a ‘he said,’ ‘she said,’ and no one was getting anywhere within that conflict situation.”  
Riley preferred not to have conflict because as she stated, “I am not a 
confrontational person, so I tend to not want that around me. So I like to deal with it, talk 
it out—deal with it the best I know how to, then move on.” Even though Riley didn’t like 
conflict, she said, “I’d rather to deal with young people than with adults. I think that 
adults are already stuck in their ways. They’ve already come to the point where they’ve 
made up their minds about this [but] young people—they are emotional beings, they’re 
young so they are—at the point of age where they are at, they respond to things based on 
their emotions.” With younger people she stated, “I know my limits with them. I know 
when to approach them to talk about the situation, and I know when to wait and they will 
come to me. I think I have learnt them, I’ve built that relationship with them now where 
they know okay, I don’t want to talk about this right now, and at another time they will 
find me . . . when the situation is all calm. They will come tell me, ‘Oh what happened?’  
And then we can talk then.” 
When Riley encountered conflict, she used several strategies to help her to deal 
with the situation. “For me, dealing with church—I look at the reason the other person is 
upset. I always try to be considerate with other people and I’ll go back and I’ll ask, ‘Did I 
offend? Did I do this?’ I try to make it right with people.” After assessing the motive, she 
used the Bible as a resource because “The Bible teaches us how to live and how to treat 
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others.” She had always managed to monitor her emotions. As she stated, “I’ve never 
gone to a place where my anger was out of control where I needed days to deal with it 
because God would never make me sleep—so as a prophet I know better.” As she put it, 
“I like to hear from God [laughed] so I have learned to not let my anger get to a place 
where I can’t function.” 
In addition to the Bible and her relationship with God, she found that “listening is 
a very big factor because people believe you’re not listening—then that will get them 
angrier and nothing gets resolved. At that point they don’t want to hear you anymore 
because they believe you’re not listening. So for me, the best tool I’ve always used to 
deal with conflict or any kind of situation is to listen. Some people—you’re talking 
back—and I’ve seen this—you’re talking and nodding. They think you are not listening. 
You may be like, ‘uhh—okay—hmmm,’ they think you are patronizing them so what 
I‘ve learned to do is just be quiet, you talk, pour out your heart. After using these 
strategies, if it can be resolved, I will resolve it with the person. But if that person—the 
other party is not willing to resolve it, then I will cut ties.” As Riley puts it, “I tend to not 
prolong certain things based on the person I am dealing with.” 
Individual structural description. Riley’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Riley’s relationship with God appeared to be the driving force behind 
how she dealt with conflict and treated others. She recognized that as a leader, she had to 
set an example to those around her. She seemed to have an intimate connection with the 
youths as they confided in her, even more than they confided in their parents or other 
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young adults. It is possible that they found this ease of speaking with her because she had 
a mild tone and was very attentive. Even in the interview, Riley displayed a very calm 
demeanor, which might be one of the reasons the youths felt comfortable disclosing their 
true feelings. 
Conflict resolution approach. Riley seemed to try very hard to resolve 
differences with the parties in the conflict, but it appeared futile if they did not want to 
come to a resolution. Rather than wasting energy and effort, Riley would rather 
disconnect but made it clear that she went to bed with a clear conscience because her 
relationship with God was invaluable. For Riley, any unresolved conflict prevented her 
from having a quality relationship with God. 
It appears that resolving conflict became easier when the party was a younger 
person because she was able to connect with them since they had an open mind. She 
knew how to gauge the timing so that they did not become weary of her. She employed 
listening habits that let them know that she was really paying attention. I find it 
interesting that she didn’t nod and smile because she believed that those behaviors 
produced adverse effects, whereas many communication scholars believe that nodding 
and smiling are appropriate behaviors to demonstrate that one is listening. Riley 
understood the people she was interacting with and seemed to have an excellent 
connection with them. In addition to understanding the parties, she gauged the 
appropriate time to resolve conflict based on the situation. She employed Biblical 
principles, displayed good communication habits, and was mindful of different 
perceptions that others had. 
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Individual textural- structural description. I used both the noema and the 
noetic of Riley’s experiences together to capture the phenomena she experienced. Her 
views of her identity and conflict resolution approaches are depicted below. 
Identity. Two key themes emerged regarding Riley’s identity: firstly, she was a 
great role model, and secondly, she valued her relationship with God. Riley took pride in 
being a role model towards others, especially the youths. She found that it was easier to 
talk to them since, “Adults—they’re already set in their ways. They’re like, ‘It’s my 
point!’ and I’m like, ‘I can’t deal with that.’” She valued others’ opinion and questioned 
her motives for responding in a particular way. She asked herself, “Is this benefitting the 
person if I respond this way? Or is it just satisfying my emotions in the moment because 
when it’s done in the moment it’s done and you [can’t] go back.” She wanted to have 
good relations with others because she didn’t want anything impacting her relationship 
with God. As she put it, “I like to hear from God [laughed].” 
Conflict resolution approach. There were three themes that emerged in Riley’s 
conflict resolution approach: firstly, conflict was negative; secondly, consideration for 
others was important as she navigated conflict; thirdly, her conflict must be resolved so 
that it didn’t impede her relationship with God. For Riley, conflict was primarily a 
negative experience and she tried to avoid it; as she put it, “I am not a confrontational 
person, so I tend to not want that [conflict] around me.” Another major theme was that 
she went to great lengths to be respectful and considerate of others, and apologized 
quickly when she offended someone, as she shared in this example:  “Somebody came 
and said to me, ‘Oh, in my culture we don’t do this,’ and I didn’t know and I had to 
apologize. That’s how I dealt with it.” It was really important for Riley to resolve her 
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differences in a peaceable manner; as Riley said, “I like to hear from God [laughed] so I 
have learned to not let my anger get to a place where I can’t function.” She was very 
careful in the manner she used to respond to others and she asked herself, “Is this 
benefitting the person if I respond this way? Or is it just satisfying my emotions in the 
moment cause when it’s done in the moment it’s done and you [can’t] go back—some 
words that have been said can’t be taken back, so that’s how I look at things.” These self-
reflective questions were unique, and stood out. Overall, Riley’s responses reflected that 
perception, trust, and time influenced conflict and how she responded to others. She 
endeavored to be peaceable with everyone, and had such a deep commitment for the 
younger population that she became an invaluable role model for them. 
Catherine 
Individual textual description. Catherine’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Catherine was mindful that “Some environments will teach you how to 
be gentle, open-minded. Some environments are not that way. They teach you how to be 
close-minded,” so one of Catherine’s major points was to have an open mind. As she 
said, “I’m not close-minded where I push my values or beliefs on others.” In addition to 
being open-minded, “I always considered myself a leader . . .  and as I got older, I 
became a part of other clubs. When I went to college, I became a part of, like, the ‘pre’ 
clubs, the pre-dental or the premedical club, and I took on roles of leadership.” She 
considered herself an asset as she “would have some sort of knowledge” that would help 
the organization. She contributed in whatever way she can, especially with the young 
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ladies she was mentoring. As she reflected, “When I bring these girls together to instill in 
them that you are the person that determines where you go.” As she pursued all these 
goals, she found strength in God, and said, “I hold God as a very invaluable source in my 
life, so if I’m gonna hold Him [God] as a very invaluable source for my life, then 
everything that I try to do, I do it to the best of my ability. So my values would never 
decrease, it can only increase.” 
Conflict resolution approach. Whenever Catherine was in a conflict, she said, 
“First, I pray about it—before you address anything, you try to figure out what you’re 
going to say and how you’re going to say it.” Not only did Catherine pray, but she also 
used “Biblical principles [and believed that] you can put it in a basic understanding where 
they themselves can apply the Word of Knowledge to whatever is taking place.” 
Catherine was also careful to “not address it immediately” and also cautioned that “If 
you’re going to wait—make sure when you address it, you address it with an open-mind 
frame, because you don’t know what the person might’ve thought previously . . . so you 
try to be open-minded.” If the person in conflict was not approaching her, Catherine 
became more direct in her approach, “What I do is [when] I see the person and I notice 
that they’ve strayed away for a little bit, I would go and approach them . . .  conflict gives 
[an] opportunity to make conversation, and eventually, they would come around and say 
if something was bothering them.” 
I find it interesting that Catherine didn’t take conflict personally. Whenever 
anyone confronted her about a policy that they did not like, Catherine’s response was, “I 
don’t make the rules, I apply the rules. So if you can understand some of the rules, you’ll 
understand why I have used this application.” She empathized and responded by saying, 
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“Okay, I understand. I understand where you’re coming from.” She was considerate of 
their feelings and the situation that the other person might have been going through and 
she did not “shout at the person, because that person might have some prior, some prior 
issue.” Catherine would also “try to do things in a softer voice, because if I raise my 
voice, the person who is having that conflict will raise their voice.” Catherine approached 
the conflicts she experienced with these perspectives. 
Individual structural description. Catherine’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Catherine seemed confident in who she is, and made no apologies for her 
beliefs. If someone had a different perspective from Catherine, she tried to understand 
where they are coming from and without compromising her own beliefs or identity. She 
is a strong woman who enjoyed leading others and provided a good example for them to 
follow. As she mentored others and played an active leadership role, she held on to God 
as He played an instrumental role in her life.  
Conflict resolution approach. She was mindful that there could be different 
circumstances that affected the way someone viewed a situation or responded to conflict, 
so she tried to avoid being harsh with them. Catherine’s propensity to be open-minded 
helped her to address conflict. If necessary, she waited for the best time to resolve it 
because she realized that everyone processes conflict differently. Catherine tried to use 
prayer and the Bible to know how to address conflict so that she proceeded with wisdom 
and understanding. 
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Individual Textural-Structural Description. I used both the noema and the 
noetic of Catherine’s experiences together to capture the phenomena she experienced. 
Her views of her identity and conflict resolution approaches are depicted below. 
Identity. Catherine spoke with zeal as she discussed her lived experiences with 
conflict and her role in the ministry. Four important themes emerged: 1) she was open-
minded, 2) she took on an active leadership role, 3) she was a role model, and 4) she 
found strength in God.  For Catherine, “when it comes to the way in which you address 
stuff, whether conflict or otherwise, you have to be open-minded in how you address it 
from that person’s environmental perspective.” In addition, Catherine took her role as a 
mentor and leader seriously. She recalled, “I knew the way of the world . . .  I lived the 
way of the world, and the way of the world is more aggressive. I was aggressive. I had to 
make happiness. It’s almost like I had to purchase everything that I wanted.” Now that 
she found God, she completely relied on Him. As she reflected, “When I found God, I 
realized that I didn’t have to purchase anything because he purchased them for me.” 
Conflict resolution approach. Two key themes emerged as Catherine resolved 
conflicts: 1) she understood that everyone is diverse, and 2) she used the Bible as a tool. 
As Catherine said, “First, I prayed about it,” “try to be open-minded”, and “try to be 
attentive.” When responding to others, she cautioned that “a mild tone will reciprocate a 
mild tone as well.” This element of reciprocal tone was a very effective communication 
strategy, but was not discussed by the other participants, making her statement unique. 
She also took pride in encouraging the young women as they experienced their 
own conflicts: “When I bring these girls together I try to instill in them that you are the 
person that determines where you go.” She further remarked that “The islands are 
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becoming more exposed to other environments, other countries, other cultures—they’re 
adapting the same lifestyle,” but she still held on to some of the core principles she was 
taught, for example she “wasn’t taught race or racism.” Catherine’s commitment to 
understanding others, including their perspectives and their environment, made Catherine 
a very relatable person. 
Eva 
Individual textual description. Eva’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Eva saw herself having an important role within the church community.  
As Eva put it, “I think, I think I’m pretty invaluable. Um, I do a lot of things that other 
people are not capable, and sometimes not willing—because I think most people are 
capable of doing what I do, but, uh, sometimes they’re just not willing to do so.” When 
asked about her effect on others she reflected, “Maybe just because they’re senior to 
me—nobody’s ever said anything, so I don’t really know—like if you don’t say it, how 
am I supposed to know?” Eva had a sincere desire to help others, “definitely putting other 
people first, not putting them first to the point that I forget that I’m a part of it but, um, 
making myself a little less important, so that I can help the other person.” Eva not only 
had confidence in others and was willing to help them, but she was also mindful of how 
she interacted with them in conflict. 
Conflict resolution approach. Typically Eva didn’t “get into conflict over simple 
stuff” so if a conflict emerged, it was usually “a little complex” but regardless of the type 
of conflict, Eva tried to be considerate of others. Eva said, when in conflict “I want to 
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make sure that they’re taken care of, and I want to make sure that, um, we have that 
mutual respect for each other.” She found it important “to be able to hear and fully 
understand what the other person is trying to say.” She admitted that sometimes, “if it 
[the conflict] takes me that long, then it’s something, probably, personal. Or something 
that, maybe wasn’t personal, but I took personally.” She tried to look at it from all sides 
and “try to re-approach it—but more calmly. I’ll try to listen more so that whatever it is 
that’s separating us from solving whatever interpersonal conflict we have . . .  try to see 
how we could start to move over this hump, because I don’t—I don’t want the only 
reference point of the relationship to be constantly shaped by that.” 
It was especially uncomfortable for the relationship to be marked by a dark conflict 
experience because in Eva’s experience, “For the most part, I’ve been in conflict with 
people that are my seniors. I hardly ever have conflict with people that are at the same 
level as me, or beneath me. Sometimes, in order to resolve it [conflict], I might want to 
coalesce to whatever it is that they’re saying, so that we could get over it.” 
Eva not only addressed her own conflict, but she also mediated other conflict 
situations. “I went to him first—got his side, I went to her and got her side. Then I kind of 
weighed in my mind, and I realized they had a misunderstanding.” Whether as a party in 
a conflict or as an intervener, Eva tried to be helpful and accommodating.  
Individual structural description. Eva’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Amongst her peers Eva tried to be helpful, encouraging, and considerate. 
She recognized their talent and hoped that they would realize their own potential. She 
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sometimes encouraged them by saying, “Man, come on, you could, you know, you 
should try.” Even though Eva was influential amongst her peers, she was not sure of her 
impact with the senior leaders. Eva seemed to need verbal affirmation from the senior 
leaders to know whether or not she was making a difference. She seemed to enjoy 
working with others, and was open to other ways of accomplishing tasks.  
Conflict resolution approach. Eva tried her best to get through the conflict, often 
by just agreeing with what the others said, whether or not she actually agreed. For Eva, 
the quality of the relationship was more important than trying to win an argument. When 
Eva was trying to work through a conflict, it was paramount to be able to listen and look 
at things from another angle or perspective. She was even willing to assume 
responsibility for the conflict as she considered that her own perception might have 
contributed to the conflict. Despite being a young leader, she was respected by others to 
mediate their conflict. She tried to do her best in her responsibilities, in her conflict 
resolution approaches, but most importantly in maintaining a good relationship with 
others. 
Individual textural-structural description. I used both the noema and the noetic 
of Eva’s experiences together to capture the phenomena she experienced. Her views of 
her identity and conflict resolution approaches are depicted below. 
Identity. Four themes were evident: 1) Eva completed tasks she was assigned, 2) 
she was a team player, 3) she was a role model, and 4) she was unsure of her impact. Eva 
had a positive view of herself in light of her role, her assignments, and her ability to work 
with others, yet she seemed unsure of how others viewed her. As she put it, 
“Understanding what people want—how they would like it done, and then how to work 
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better as a team with somebody” was very important. One unique aspect in her response 
was that she acknowledged that “sometimes, it’s me, it’s not always the other person” so 
she aimed to “think about it from the other person’s perspective” and “try to approach it 
in a way that we can work together.”  
Conflict resolution approach. Eva believed when engaging in conflict with 
others, understanding “their personality—the person I’m having conflict with—that’s one 
of the biggest things.” Eva didn’t get into conflict easily, partly because she tried “to 
avoid conflict,” and the conflict she engaged in had to be worth pursuing. As Eva said, “I 
don’t really get into conflict over simple stuff. Usually it’s something that’s, um, at least, 
a little complex.” This might be because she was open to new ideas. As she said, “If 
there’s a new way to learn how to do it, then I’m willing to do it.” Eva tried her best to 
adapt to the party and situation. She believed it was important to “try to re-approach it—
but more calmly, and try to listen more.” As she tried to remain level-headed, she didn’t 
“get too emotional about things, especially if it’s not something personal.” Sometimes 
she told the participants in conflict, “You need to chill.” Eva’s relaxed approach to 
smaller conflicts could be attributed to the many roles she took on, so she didn’t have the 
time to get into petty disputes. 
Anthony 
Individual textual description. Anthony’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Anthony’s family made a significant impact on his identity. As he 
mentioned, “I would say [the] number one thing is family. Um, not necessarily a two-
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parent home, mother or father, cause I grew up in a single-family home—my mom being 
the dominant in charge.” The secondary influence on his identity was his spiritual 
connection. At first, he spoke about religion, then clarified that “I like to say the term 
spirituality because I don’t like the term [religion], I don’t really. I say religion because 
that’s what we’re all used to saying—but I believe in more spirituality and a connection 
to an experience with God or who you believe this God to be and for me I believe in 
Jesus Christ and that’s who shape my life. So, family first, and then I would say religion, 
because my mother introduced me to religion and together that, you know, kind of shaped 
me—who I am today.” 
He was an asset to the ministry by being a role model, being supportive and 
generating ideas. In the capacity of a role model, he believed that “you have to overcome 
the temptation because—as a leader there are a lot of people watching you,” and he also 
cautioned that “you can’t be too aggressive [because] I’ve seen conflicts where people 
revert back to what they were before they got saved and you never look at that person the 
same again.” He was supportive by considering the struggles of someone else. As he 
recalled, there was “a guy who we knew was an alcoholic so, if we hung out, we 
wouldn’t drink because we knew he’s a recovering alcoholic.” Not only was he 
considerate of other people, but he said, “What I try to do is—I try to, you know—bring 
ideas.” One unique aspect about his response is the importance of networking since “your 
value is your network [because] you need networks sometimes to say, ‘Hey, I know 
somebody who sells these cheaper over here.’” Not only has he helped the ministry in 
these capacities, but he was also effective in conflict management. 
220 
 
Conflict resolution approach. When dealing with conflict, Anthony said, “I’m 
the type of person who automatically—I’m gonna go to the source because hearsay is the 
worst kind of conflict to have—so, if you go to a person directly and say, ‘Oh, I heard 
you said this about me.’ You’re going to be in a conflict, but if you go to a person and 
say, ‘Listen, when we met the other day was there a misunderstanding between us, 
because I thought that x, y, and z. Is that what you thought?’” By going to the source, he 
had the opportunity to check perceptions and relayed specific information. It is 
particularly interesting that Anthony stated, “I’m going to put the ball in my court so the 
person doesn’t automatically get defensive.” He took a direct approach and expected that 
the other party would be honest. As he mentioned, “I like to get honest opinion from that 
person.” For Anthony, “The number one thing to me when you are making a decision or 
you’re in a conflict is fairness and also history.” As he put it, “I like to go back and look 
at what happened in the past and how I came to this conclusion.” In addition to being 
strategic in his own conflicts, Anthony also mediated disagreements. As he mentioned, 
“My biggest thing is when two people are having a disagreement or conflict and I’m on 
the outside looking in, the first thing I want to do is—hear both sides of the story.” 
Individual structural description. Anthony’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. Family and spirituality were at the core of Anthony’s identity. His 
mother in particular played a key role in the values instilled in him and in his relationship 
with God. Both his family and religion has molded him into the person he has become. 
Anthony was a strong male figure and was grounded in his beliefs. This strong sense of 
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self helped him to be a strong role model and supportive towards others. He particularly 
stood by the Senior Pastor, who is female, because he recognized that women church 
leaders are not embraced by everyone. He believed, with his presence and visible support, 
others would be less likely to question her authority. He advocated for protecting the 
leaders’ image because people are watching them. 
Conflict resolution approach. Anthony was also mindful of his conflict 
resolution approach and his image, even in conflict. After watching someone in 
leadership displayed unseemly behavior, he realized the importance of keeping a positive 
self-image. This might have made an impact on him because he used a unique conflict 
management approach of assuming responsibilities. As he put it, “I’m going to put the 
ball in my court so the person doesn’t automatically get defensive.” This not only 
protected him from acting aggressive and raucous to prove his point, but it also protected 
the other individual as well. Besides refraining from accusation, Anthony used other 
strategic approaches such as getting facts, being specific, and considering history. He was 
effective in resolving his own conflicts, in addition to helping others resolve theirs. 
Individual textural-structural description. I used both the noema and the noetic 
of Anthony’s experiences together to capture the phenomena he experienced. His views 
of his identity and conflict resolution approaches are depicted below. 
Identity. When I asked Anthony what played a role in shaping his identity, his 
response was, “Family first and then I would say religion.” Both were an integral part of 
who he has become, and as a result he was able to be grounded. Anthony reflected, 
“Well, I think—I think a lot of people look up to me, especially some of the men in the 
church.” As a result, he says he stated, “I try to live my life a certain way . . . you just 
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have to overcome temptations.” In addition, he was a strong support for the pastor 
because he believed, “The men like to bleed women down.” He continued, “So, I’ll stand 
with Apostle when she needs me to stand with her.” These strengths and contribution to 
the ministry were likely shaped in part by his family since they made quite an impact on 
his identity. 
Conflict resolution approach. Anthony was very strategic and as a result had 
effective conflict resolution skills. The main theme that emerged was obtaining 
information to solve conflicts, such as considering history, getting the facts, looking at 
both sides, being specific, and refraining from accusations. Anthony had strong opinions 
about topics, and some of these sentiments were expressed in the following quotes: “I 
like facts,” “I’m not gonna say, ‘No, don’t turn on the light on because it’s wasting the 
light bill.’ I’m going to say ‘Listen, in the past two years we spent over $400,’” and 
“Listen, I’m on your side.”  He believed that the image a leader reflected was important 
and very difficult to change once the image was smeared. As he stated, “I’ve seen 
conflicts where people revert back to what [they were] before they were saved then just 
like—you never look at that person the same again—I lost respect for them.” Anthony 
was careful to hold himself in high regard because he didn’t want to be the person who 
reverted to his old self, setting a poor example for others. Overall, Anthony learned a lot 
about conflict from experience; he even served as a mediator, using effective strategies 
and techniques to help people to come together. 
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Juan 
Individual textual description. Juan’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Juan’s identity had been shaped by the environment and relationships. 
Juan recalled that he “moved to a place in Lauderhill off of 56th Ave., which is also 
considered very rough” but later moved to Sawgrass Mills. “That area is very nice and 
very white” and concluded that “Your environment can make you change a lot based on 
what you are influenced by, what you see [in] the neighborhood, other kids in that 
neighborhood, and how other parents operate with their kids.” He also added, “I would 
say my relationships—relationship with the people in business, has—kind of made me—
see who I am as a person, and what principles I stand on,” and his relationship with God 
because “it all depends on God’s purpose.” He believed he was fulfilling his purpose and 
was a role model for others. As he put it, “Hey, you don’t have to be a rapper or 
basketball player, or an entertainer. You can be in something else and still be successful.”   
Conflict resolution approach. For Juan, communication, honesty, and trust were 
key elements in working through conflicts. As he mentioned, “A lot of times you can 
resolve conflict by communicating effectively” which included “talking about it” and 
“getting an understanding of the situation [by] listening.” He continued, “I often try to put 
myself in a person’s shoes . . . I like playing devil’s advocate because people will tell you 
stuff. And they’ll just give you their perspective.” He strongly believed that “the thing 
that helps me deal with many conflicts, umm, is listening, having an understanding, and 
creating a solution.” One segment that stood out in Juan’s response was when he noted 
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that, “If somebody’s come to me with the situation or conflict and they are very 
aggressive, I can already say, ‘Well—if you are aggressive with me, and you are now the 
messenger, can you imagine how you dealt with the situation in that time, in that 
emotion?’” so for Juan, “the attitude is important.”  
Another essential ingredient in conflict management for Juan was honesty and 
trust. He became frustrated when “she [family member] had trust issues so it was difficult 
for her to trust me” and later remarked that “holding back information can be just as 
dangerous. Right, because you don’t know what you are dealing with, um—you are 
acting on things that are not truthful—you know, because eventually it’s going to come 
out, then it becomes this horrible argument.” 
Individual structural description. Juan’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. Juan was proud of how far he has come. He spoke about the transition of 
moving from a rough neighborhood to a “white” neighborhood, taking leadership roles, 
and gaining experience. He seemed proud that his accomplishments could be used to help 
to motivate others, and to serve a role model. As he mentioned, “My leadership didn’t 
start from, you know—Apostle calling me to be a leader. It’s a matter of being an 
example.” In spite of being raised in a rough neighborhood, Juan has been very 
successful. He was an example to the others as he believed that your environment does 
not define you; it’s what you think of yourself that matters the most. He saw himself as 
an achiever and as a leader and was walking out everything he envisioned for himself. 
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Conflict resolution approach. Juan used several approaches to resolving conflict, 
including being straightforward, objective, honest, truthful, and applying Biblical 
principles. He did his best to resolve disputes. Honesty and truthfulness in conflict 
mattered to him a great deal. This could possibly be the result of what he experienced in 
his own life. He seemed especially hurt at the recollection that someone close to him 
didn’t trust him. Going forward in any future relationship, this was likely an area that 
Juan may focus on since it was so important to him. The elements of trust and honesty 
reverberated five times at length throughout the interview. Despite his previous 
experience, Juan remained optimistic that future relationships would be better through 
open communication and trust. 
Individual textural-structural description. I used both the noema and the noetic 
of Juan’s experiences together to capture the phenomena he experienced. His views of his 
identity and conflict resolution approaches are depicted below. 
Identity. The environment and relationships had influenced Juan’s sense of self.  
Juan’s relationship with God helped him to cope. As he mentioned, “I want to hold on to 
something a lot stronger, and I believe that the Master has it.” He had a deep commitment 
to serving God as he mentioned, “I am at a place where [I’m] just kinda wanting to—just 
be better for the ministry, you know—a better servant.” He was willing to work with 
others. As he put it, “We’re all in this together. Yes, that’s my expectation in leadership.” 
In spite of a rough beginning, Juan had matured into a strong male figure and a role 
model, as he used “the knowledge that God has given [him] to be able to help people.” 
He stated, “[I want to operate] in the kingdom of God and operating in, you know…gifts 
226 
 
that God has given me to help the ministry. That’s what I want to see myself evolve 
into.” He was excited about his role in the ministry and God’s plan for his life. 
Conflict resolution approach. Some of the key themes that emerged included: 
being straightforward, objective, honest, truthful, and applying Biblical principles. He 
believed, “Communication in relationships is extremely important, trusting that person, 
too, [because] when you trust somebody you tell them, you tell them—you know—your 
fears, your secrets, especially when you are taking this important step.” For Juan there 
must be a deep connection with the person you are in a relationship with. As he 
remarked, “I don’t do counseling” because two people should be able to “effectively 
communicate and listen to each other.” This repudiation to counseling stood out as he 
expressed this statement passionately. Regardless of the type of relationship, Juan 
believed that effective communication was essential. 
Colette 
Individual textual description. Colette’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. One of the things important to Colette was, “knowing yourself, like 
knowing who you are.” She believed, “My role is to serve the children of God,” and 
further remarked, “It’s not about you, but it’s about God and the people.” In addition to 
committing her life to serving in the ministry, she said she tried to make others feel 
welcomed by inviting “somebody over for dinner or we try to do something together.” 
Colette admitted, “I know for sure I am not perfect [but] I do believe that what morals 
God has for people or for me as an individual, I follow to the utmost best of my ability.” 
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Conflict resolution approach. When in conflict, Colette found herself “trying to 
relate it to the Bible” and she tried “not to hide anything. I try to be upfront as much as I 
can.” Even though she took this direct approach, Colette expressed a strong dislike for 
conflict. She even said that “At times—there have been a few times I wanted to leave” 
but soon regained composure by talking it out to her husband who said, “You just need to 
get over it.’” Colette tried “to stay far away from conflict” and repeated this sentiment on 
four separate occasions during the interview. Not only did Colette try to avoid conflict 
but she also disliked playing the role of a mediator because she said, “I usually end up in 
the middle so I try—I try to stay far away. I am not getting involved!” 
Although Colette disliked conflict, she communicated and adapted to others to try 
to resolve it. As Colette reflected, “I try not to hide anything. I try to be upfront as much 
as I can. Um—sometimes I am quick to answer and at time where I am not—I guess it 
just depends on the situation.” She tried to be optimistic as she “view[ed] conflict as a 
learning experience,” but would rather not get involved. 
Individual structural description. Colette’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Colette enjoyed serving others, and did what she could to reach out to 
those around her. She put the needs of God’s children first because for her, “You have to 
humble yourself, because the whole point in being in church is you want to save souls.” 
There seemed to be a strong connection between her purpose in God and her willingness 
to provide service. Although she had several responsibilities, she esteemed service to 
others as the most important role. 
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Conflict resolution approach. Colette made it clear on several occasions that she 
disliked conflict, regardless whether the conflict was mild or intense. Colette tried to 
avoid any situation that was confrontational, and sometimes got frustrated in the face of 
conflict. She found consolation in her spouse, who helped her to put the conflict 
experience in perspective. Perhaps one of the reasons she tried to avoid conflict was 
because she valued service to others very highly, and any confrontation seemed to oppose 
service towards others. She realized that conflict was inevitable so she did her best to 
navigate through it by communicating and adapting her technique based on the individual 
she was with. 
Individual textural-structural description. I used both the noema and the noetic 
of Colette’s experiences together to capture the phenomena she experienced. Her views 
of her identity and conflict resolution approaches are depicted below. 
Identity. Colette placed a strong emphasis on providing service (including being 
amicable), and having purpose in God, and both essences were major identity themes. As 
she put it, “My role is to serve the children of God,” and adds “I am a social butterfly. I 
talk to everybody in the church. Umm—I try not to get myself wrapped up into situations 
or into conversations that would cause me to have a conflict with somebody.”  
Conflict resolution approach. Avoiding conflict was one of the major themes that 
emerged in Colette’s experiences. Whereas the other participants didn’t appear 
uncomfortable mediating conflict, for Colette being a mediator was “a very difficult 
job—anything you say can trigger either one of them off, then they’ll also be mad at you 
and you then become part of the conflict.” This sense of discomfort assisting in mediation 
was not evident in any of the other participants’ response, and was therefore unique to 
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Colette. Rather than being involved in conflict, whether as a participant or intervener, 
Colette would rather walk away from those tense encounters. 
When Colette was involved in the conflict, she was direct. In addition, she was 
optimistic that she would learn something from the conflict experience. These lessons 
could help her to serve others as she applied these lessons in other encounters. 
Stuart 
Individual textual description. Stuart’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. When asked what influenced his identity, Stuart’s response was “Beliefs, 
of course is a part of it, but certain absolutes that you would hold, I guess that turns into 
your morals also. Uh, integrity, character, honesty, stuff like that.” He also added, “My 
job is my day-to-day duties as a parent.” His view was that “conflict is a learning 
experience.” He believed that “Not everyone’s going to hold your particular set of values 
[because] the way a person was raised, the values that they were raised under give them 
that different outlook.”  
In addition to embracing diversity, Stuart believed that leadership is more than a 
title. He pointed out, “Just because you have the title that means, ‘Oh, I’m a leader!’ Not 
necessarily.” For Stuart, leadership had to be demonstrated through actions. He defined 
leadership as “the ability to influence others. Upon that definition, I believe that I’m a 
pretty good leader—I can persuade people to—to get a job accomplished, or get 
something done and get them moving.” 
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Conflict resolution approach. Faith played a significant role in Stuart’s approach 
to conflict. As Stuart said “Being in church, we rely heavily on faith, and . . . more 
oftentimes, you know, we start down the path and—I have a feeling, ‘Okay, it is not 
going to work.’ And somehow—it works!” He explained that “There have been 
incidences where, uh, I guess I would have a one track mind, and yes, that would’ve 
caused a conflict between certain groups or even between myself and another individual. 
As I said, I duly had to learn because, once they explained their point of view, I realized 
my error and I’m like, ‘Okay, well it’s not so different from what I was thinking.’” In 
addition to relying on faith and being open-minded, Stuart also looked at the big picture, 
noting, “I see the bigger picture. . . . Even though we’ve had conflicts with other people, 
the whole purpose of the ministry is that no one should perish—and even if that means 
putting aside my agenda, just to make that person feel welcome.” 
One unique aspect that stood out in Stuart’s responses was that he was very 
competitive. He recalled, “my boss challenged me—I know he probably knew the answer 
but he [was] just trying to pick my brain—actually, I’m still looking it up to prove him 
wrong [smiled]. That’s—that’s one example of a—I guess conflict, but I don’t—I don’t 
think anything good can come of this because I’m very competitive [smiled],” and also 
added, “If I disagree with you—I remember to the ‘T’ exactly what you said and I can 
bring it back like this [snapped his finger], every word.”  
Individual structural description. Stuart’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
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Identity. Stuart values honesty, good morals, and reputable character. These 
values could be influenced by being involved in church. He was mindful that everyone 
was different so he was open to different ways of doing things, even if it is contrary to 
what he would expect. Stuart seemed to place emphasis on action, for example he 
demonstrated to others that he was open to their ideas and he displayed good leadership. 
Conflict resolution approach. Stuart was very open-minded as he had 
experiences that proved to be different from what he expected, and this has also affected 
how he responded to conflict. Because of his experiences, he was open to other solutions; 
this open-mindedness helped to prevent intractable conflicts. Stuart was usually open to 
other suggestions, but sometimes he held on to his ideas. Stuart’s competitive drive made 
him a contender when trying to prove a point as he was very specific and detailed 
oriented. Even though Stuart was competitive, he was good-natured about his approach. 
He prided himself on getting results, which got the job accomplished. 
Individual textural-structural description. I used both the noema and the noetic 
of Stuart’s experiences together to capture the phenomena he experienced. His views of 
his identity and conflict resolution approaches are depicted below. 
Identity. Two dominant themes emerged in Stuart’s responses: embracing 
diversity and understanding that leadership is more than a title. As he mentioned, “The 
more I deal with other people, the more I have to, uh, be an influence. I realize that, okay, 
just like I stated before—not everyone thinks the way I think.” As a result, he was open-
minded, and this characteristic was also evident in his conflict resolution approach. He 
his actions guided him, whether by conceding to the other’s ideas or displaying what it 
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meant to be a leader. As he mentioned, ‘Oh, I’m a leader!’ Not necessarily.” For Stuart, 
leading by example was key.  
Conflict resolution approach. Three dominant themes emerged in resolving 
conflict:  1) conflict was a learning experience, 2) faith was needed to work through 
conflict, and 3) it was essential to have an open mind when in conflict with others. Stuart 
really cared about being open-minded, especially because we are diverse; both themes 
were mentioned numerous times throughout the interview. As he put it, “Not everyone’s 
going to hold your particular set of values, so I will try to restructure my mind to have a 
different outlook on another person’s perspective. So the next time I do present anything, 
I can keep that in perspective and say, ‘Okay, uh, maybe this may not work as A, but 
maybe an A minus.’”  
 One unique attribute was that he had to exercise faith to see it from the other 
person’s perspective, which sometimes seemed illogical to him. As he put it, “Faith 
doesn’t always make sense,” but later found out that “faith works!” In these experiences, 
he oftentimes saw that things work out differently from what he originally intended and 
each time it expanded his mind to new possibilities. As these impossible ideas began to 
work, Stuart’s faith increased.  
Stuart also recalled “seeing my mother do some, quote and quote mannish things, 
things that you would expect like only a man to do. Actually my mother conquered these 
things so I’m like okay.” As Stewart began to see things work differently and gained new 
experiences, he continued to grow as an individual.  
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Marianne 
Individual textual description.  Marianne’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Family was of utmost importance to Marianne as she discussed the 
sacrifices she made to make things better for her family. Marianne believed that showing 
respect and love were important. As she put it, you have to have “respect and you have to 
show love also.” Marianne also conveyed respect and love by contributing to the 
ministry, thus activating her purpose in God. As she said, “I’ve been called to ministry. 
It’s not by chance [that] I’m in the ministry. I feel like it’s a true calling.” 
 Marianne was willing to provide service and said, “I see myself impacting the 
younger kids— being a part of the Rhema Word Christian Academy for three years 
starting off the school.” Marianne wanted to be more involved but stated, “I believe that 
I’m not accessing my total value right now in ministry just because [of] my other 
schedule.” She endeavored to do more as she identified herself as “a team player,” and 
said she would like to “definitely be there more—be involved.” 
Conflict resolution approach. Marianne disliked engaging in conflict because for 
her, “conflict is a problem, basically, that what I view it as. Conflicts are like—I don’t 
know—let’s say it’s a relationship conflict—it’s better for me to just kind of ignore it and 
push it to the side versus dealing with it head-on.” However, when Marianne engaged in 
conflict, it’s usually with people who mattered to her, for example, her family. Marianne 
stated, “family conflicts have been the major one, you know—just because I feel like you 
can express your feelings to family members. That’s why conflicts mostly arise. It’s 
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harder for me to have a conflict with someone that I’m not as close with versus someone 
who I’m very close with.” She explained that “I will be able to express my feelings more 
with a family member. And, you know, conflicts with them do arise, just because I’m 
more freely open to speak my mind to them, you know, versus a stranger or someone I’m 
not as close with.” However, Marianne didn’t address every conflict. For Marianne, it all 
depended on the situation. As she stated, “Sometimes I don’t address it, and sometimes 
other things, like more serious, you know, we have to sit down and talk about it.” 
Individual structural description. Marianne’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. The commitment Marianne showed to her family might have stemmed 
from her lived experiences as a child or values she had learned along life’s journey. She 
valued comradeship and teamwork and was eager to participate. This could be attributed 
to her personality, as she appeared very warm and caring. She spoke with conviction 
when she reflected on her purpose in the ministry, especially with the youths. It appeared 
that ministry and family were the most important elements in her life. 
Conflict resolution approach. Marianne didn’t like conflict, and engaged in it 
only if she thought the conflict was worth pursuing. She seemed to be very polite around 
those she did not know well, and was willing to “tip-toe” around petty issues because she 
didn’t want to be involved in squabbles that she could easily separate from. With such a 
strong family network, she couldn’t easily ignore important issues. There were some 
things she chose to ignore because they might have been petty or irrelevant, but there 
were more important things she chose to address.  
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Individual textural-structural description. I used both the noema and the noetic 
of Marianne’s experiences together to capture the phenomena she experienced. Her views 
of her identity and conflict resolution approaches are depicted below. 
Identity. Providing service by being a team player and being more involved was a 
consistent theme throughout Marianne’s interview. She summed it up by saying, “I’m 
trying to be more available—I feel like my attitude is positive towards the ministry and I 
will do anything that, you know, I am asked of . . . I’ll be a part of that.” In addition to 
being a team player, Marianne demonstrated compassion by being considerate towards 
those around her, especially towards her family. She believed, “you have to be 
understanding” when interacting with others. It was unique that, even though Marianne 
was willing to work with others, she preferred not to receive “last-minute requests for 
instructions.” She continued by saying, “[if] it’s a doable request, even if it’s a little bit of 
a stretch to do I still usually don’t have a problem with that.” She was willing to go the 
extra mile to contribute towards her family and the ministry. 
Conflict resolution approach. Two key themes emerged in Marianne’s approach 
towards conflict: firstly, she dislikes conflict, and secondly, when in conflict she 
addressed the conflict based on the person and the situation. She was pessimistic towards 
conflict as she believed, “conflict is a problem;” therefore, if the conflict was with 
strangers she was “not going to approach them.” Whether this perspective was from 
having a conflict with a stranger previously was not apparent. What was clear was that 
she was only willing to engage in conflict with those she had an ongoing relationship 
with. As she said, “I will be able to express my feelings more with a family member. 
And—you know, conflicts with them do arise—just because I’m more freely open to 
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speak my mind to them—you know—versus a stranger or someone I’m not as close 
with.” Even with family members, if Marianne could avoid the conflict she would. As 
she said, “I’ll say something to my husband, you know—about something that’s 
bothering me or whatever and we’ll talk it through or whatever the case may be—you 
know, and resolve it. Sometimes I don’t address it and sometimes other things, like more 
serious—you know, we have to sit down and talk about it.” So if the issue wasn’t that 
important, she would dismiss it. 
Michael 
Individual textual description. Michael’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Michael viewed himself as “a mentor to the saints—you know—helping 
them with anything they need help with. Being useful—just kind of being there.” As he 
reflected, “The other day there was an event and they needed money and um, I didn’t 
know they needed money till they asked me, but you know—like it wasn’t a problem.” 
He viewed himself as a mentor and demonstrated compassion because “When that title is 
there, you’re not just a saint. You have to take on certain responsibilities.” He believed it 
was important to connect with others, “Like ‘Hi, my name is brother Michael’—you 
know—connecting with them, calling outside of service, you know—interacting with 
them” 
Conflict resolution approach. For Michael, conflict didn’t have to be an 
argument, “If people don’t see eye to eye that’s like a form of conflict. If there is no 
cooperation—like I have my job and you have your job, like if I’m slacking on my job 
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and you’re kinda worried about only doing your job, that could be like another form of 
conflict because at the end of the day we’re a team, I mean if I am not getting my part 
done then, it’s not helping us.” Michael’s view on conflict was influenced by factors like 
culture and gender; as he recalled, “The culture I was raised up in, um, they are very 
vocal and um, [when] they talk and it sounds like an argument—especially the women—
the men, they don’t really care too much, but it’s the women—that’s just how they are. 
They’re very—it always seem like they’re arguing, you know.”  
When Michael was in conflict, he said, “I try to stay collected. You know, I try to 
stay calm [and listen]. . . . The best thing to do in an argument is just not to argue back, 
but just listen. So because I don’t like to argue I’m not going to get loud, I’ll just listen to 
you—I guess people just want to be listened to.” He also took the other person’s side, “I 
guess when people feel like you’re taking their side they start to calm down.” He believed 
that it was better to “kind of agree with them even though you might not necessarily 
agree with them . . .  if it works just keep on doing it.” When asked what was his most 
memorable moment as a conflict intervener, Michael’s response was, “I guess the 
outcome—just kind of seeing the result of me stepping in, because you know it could’ve 
been a lot worse; it could’ve been a fight.” 
Individual structural description. Michael’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. Michael took the role of leadership seriously, and believed that it was his 
responsibility to help when the need arose. He tried to be friendly towards the guests and 
other members of the ministry so that they would feel welcomed. Perhaps one of the 
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reasons he took his role so seriously was because he had been a member of the ministry 
for a very long time. He enjoyed reaching out to others and tried to be respectful, even in 
the face of conflict. 
Conflict resolution approach. Michael appeared to be confident in who he was as 
he didn’t find the need to prove his point. He would rather agree with the other person to 
preserve the relationship, even if it went against what he really believed. It seemed as if 
Michael believed that others asserted themselves because they had to be right, but 
Michael didn’t feel the need to compete with the other person. Even though Michael was 
confident as an individual, he felt some pressure as he had to live up to his title in 
minstry. At one point he even questioned his readiness for the leadership role. 
Individual textural-structural description. I used both the noema and the noetic 
of Michael’s experiences together to capture the phenomena he experienced. His views of 
his identity and conflict resolution approaches are depicted below. 
Identity. Three key themes emerged from Michael’s identity: 1) he demonstrated 
compassion towards others, 2) he was a role model, and 3) he established relationship 
with others. Michael was very compassionate towards others. As he mentioned, “You 
know the other day there was an event and they needed money and um, I didn’t know 
they needed money till they asked me, but you know like it wasn’t a problem.” As a 
member of the ministry for several years, Michael had seen the importance of reaching 
out towards others. In addition, Michael reflected, “I think just kinda being a mentor to 
the saints—you know—helping them with anything they need help with,” and 
establishing a relationship with them. For example, “If they didn’t come to Bible Studies 
say, ‘Oh, I didn’t see you in church. Do you need prayer?’ and stuff like that.” These 
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actions not only showed sincerity towards others, but it also helped others to feel very 
welcomed. 
Conflict resolution approach. Four key themes in Michael’s response were 1) he 
needed to respect others in conflict, 2) teamwork was needed to avert conflict, 3) 
listening was a valuable skill, 4) he had to agree with others to diffuse tension, 5) it was 
necessary to adapt to party, and 6) he mediated disagreements. These themes reflected the 
level of compassion Michael had towards others. For Michael, “When it comes to 
conflict, I’m just, I respect all sides—you know—no matter how silly or stupid it might 
seem.” He also demonstrated compassion by listening. He didn’t like to argue. He 
believed, “sometimes the best thing to do in an argument is just to not argue back, but 
just listen.” Interestingly enough, he chose to stay silent, particularly when he was in 
conflict with women, because “women, I feel they might have something to prove” but 
“I’m not going to bark back. I try to stay like very collected.” This notion of “having 
something to prove” was a unique aspect in his response. Michael believed that most 
Jamaican women in particular were very vocal but he still used a nonconfrontational 
approach. He adapted to the other individual and the situation. As he mentioned, “You 
just kind of got to know when to step back, because um, sometimes you try to help 
people and they’ll get mad at you, saying, ‘Why are you in my business?’ I guess it just 
depends on the individual.” When mediating conflicts, Michael said, “You know with 
me—when it comes to conflict, I try to stay neutral, you know. I don’t want to pick a 
side, no matter who it is.” He valued teamwork since “everybody has their part” and 
valued “helping out when the church needs it.” 
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Cynthia 
Individual textual description. Cynthia’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. In interviewing Cynthia, I found that she placed a high value on 
exercising faith and building her relationship with God. “When I need help, when I need 
sustenance—He [God] is my main person. Even now—living in Florida, I don’t really 
have any family here. I have my church family, I have friends, but I don’t really have any 
relatives—if I’m sad, it’s God, if, if I want a job, it’s God, if I want money it’s God.” 
Several responses reflected both her faith and purpose in God. For example, she 
spoke about her purpose when she “really push[ed] someone to get saved.” Even in her 
daily life when situations looked difficult she said, “I ask God, ‘What’s my purpose? 
Why is this happening to me? What should I expect from this?” So, instead of me looking 
at it negatively, I try to make it positive. Then I realize that made things better for me.” 
For Cynthia, her faith helped her to achieve everything in life. As she stated, “I took a car 
out by faith, I came in this apartment by faith. Everything I did by faith,” and made it 
clear that “He [God] gave me everything.”  
A part of her faith relationship with God included trusting where He led her to go 
to church. At first Cynthia was resistant to the policies of the organization, but soon 
realized, “When you—when you are at a certain level, certain things are required . . . So, 
I had to kill that part of me that says, ‘I don’t like—I don’t want this’—that rebellious 
part of me because that’s the woman [the Senior Pastor] God set over me.” 
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She willingly conformed to the organization, and willingly assisted. Cynthia said, 
“If somebody needs, um, assistance, I’m always giving service.” and further added, “I 
think of myself to be—I’m not boastful.” She encouraged others when she got the 
opportunities to do so because “I know when I smile, people smile [laughed]. I, um, and I 
think that’s a good thing, because sometimes you just need to smile [smiled].” 
Conflict resolution approach. When engaged in conflict, Cynthia wanted to “find 
out what’s really causing the problem” and tried “to confront it some way—find out who 
was wrong. Sometimes there’s not really a wrong. Sometimes it’s just a disagreement 
between two persons. Maybe their point is as good as the other person’s point—you 
know, and find out who’s not trying to cooperate.” Cynthia understood that “everybody is 
different and you just got to, got to understand people and why they do the things they 
do,” but she was careful to “try to hear from God before I try to resolve anything. I try to 
hear from God because since this [church organization] is somewhere I don’t want to 
leave.”  
There were several unique attributes about Cynthia’s responses, for example she 
said, “if you’re biased—if you have more favor towards one person, it can affect how you 
resolve conflict, because then that person [is] always going to be right” so Cynthia 
cautioned against favoring one side or another based on your connection with them. She 
also believed that, “Everybody has a value because everybody has their own character 
and everybody has their own gift—so I think I am very invaluable.”   
Individual structural description. Cynthia’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
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Identity. Cynthia’s strength in God seemed to increase when she had to depend on 
Him to sustain her. She placed a strong value on her family because she was the sole 
provider in her household, thus she especially needed God to be there so that she could 
meet the needs of her children. Cynthia didn’t seem to particularly care for luxury, but 
she wanted to make sure her children were comfortable. It seemed that her relationship 
with God and faith went hand in hand because she had to believe that He would provide 
for her. 
At first it was difficult to conform to the rules of the organization, but Cynthia 
understood why those rules were necessary. As she stated, “When people were getting in 
the spirit, and I covered them, somebody else was covering me [laughed]. Uh, then I said 
‘Oh, now I understand.’” She provided service in several areas. Cynthia said, “If 
somebody needs, um, assistance, I’m always giving service . . . and I’m not going to rely 
on anyone to do it. I ask for help, but if, if help doesn’t come, I’m not going to say ‘Oh, 
because I didn’t get that help it’s not done.’” She took pride in prayer as she reflected, “I 
think [what] I do most[ly] in the church is pray,” and noted that “it’s a privilege when I 
can intercede for people. Um, because, when one soul gets saved, it’s like I feel this joy.” 
She also uplifted others as she recalled, “When I smile, people smile [smiled].” She saw 
herself as a humble person while she played important roles in the ministry. For Cynthia, 
even the small things such as smiling went a long way. 
Conflict resolution approach. Cynthia seemed to have a positive view of conflict 
as she looked at it as an opportunity to solve a problem. She was aware that diversity 
caused people to look at issues from different angles. It appeared that Cynthia met 
different kinds of people in her life, so she knew how to address people, regardless of 
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their background and their experiences. Even though she used a direct approach, she 
looked to God to help her to know how to deal with problems so that she could feel 
comfortable with the outcome of any conflict. She described herself as a prayerful person 
because she was always talking to Him as she sought direction and guidance. 
Individual textural-structural description. I used both the noema and the noetic 
of Cynthia’s experiences together to capture the phenomena she experienced. Her views 
of her identity and conflict resolution approaches are depicted below. 
Identity. The main themes that emerged in Cynthia’s responses were 1) exercising 
faith in God, 2) providing service, and 3) conforming to the rules of the organization. 
Cynthia stated that God was important to her because “He wakes me up in the morning, I 
can talk to Him, we have a relationship.” Cynthia had to go through a series of questions 
to come to the realization of who God is. She asked herself, “What—what created this 
place? Um, what do other people live by? How—how does the animal walk? How [do] 
the trees grow?” Then she came to the conclusion that “there must be some sort of force, 
some sort of being, some sort of something that’s there that cause it happen and that’s 
when I decided then, there must be a God, there must be a higher being than us, there 
must be something higher, and that’s when I decided to, to really seek it out.” She later 
added that, “My relationship with God is not necessarily somebody preach and say, ‘Hey, 
there is a God! Read your Bible, it’s in the Bible, there’s a God.’ No! My relationship is 
first seen, first observing the things around me, the people around me, and then asking 
myself questions, ‘How comes? Why? When? Where? How?’ Then I went seeking.”  
This sought-after relationship served as a unique attribute, and had changed 
Cynthia for the better. She was happy to represent God and God’s kingdom. As Cynthia 
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described, “When one soul gets saved, it’s like you feel this joy, you know, you, you’re 
so—you’re so joyful.” She could hardly contain herself as she was brimming with 
excitement. She also spoke about her transformation when she came to Rhema Word 
Ministries International. She explained that the organization had a standard and reflected, 
“When I go to other churches, I realize that it’s a good standard because I see myself in 
somebody at that church, and I don’t like the person that I see. I prefer to be the person 
that I am now groomed to be.” 
Conflict resolution approach. The main themes that emerged from Cynthia’s 
perspective of her conflict resolution approaches were 1) seeking God before solving a 
problem, 2) accepting that diversity can cause different viewpoints, and 3) confronting 
the issue. As Cynthia said, “I’m learning how to hear God and not just solve the conflict 
how I think I should—but how God wants me to. And many of times, it’s not how I think 
I should solve it . . . but it’s how God wants it to be solved.” So in some cases, the 
resolution that God gave her might have been contrary to how she would have 
approached the conflict, but she had faith in God that He knows the best way to handle 
the situation. She was also aware that in conflict, everyone had different beliefs, “it just 
depends on—on the people, and—and how they think” but she tried to be open to 
different ways of thinking. Cynthia liked to engage with others to understand them, 
especially when dealing with a conflict. She stated, “So you talk to the person [and ask 
them], ‘What’s your problem? What’s your, what’s your issue?’ They [would] probably 
say, ‘Oh, you know, I, I don’t want to talk about it right now,’ then you say, ‘Okay, take 
some time, but you have to talk to me tomorrow.’” She was aware that people needed 
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some time to process the conflict but she was a firm believer in talking about the issue 
until it was resolved. 
Andrew 
Individual textual description. Andrew’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Andrew reflected, “Discipline plays an important role in my life. It’s the 
way I was brought up. You know, so it’s like—everything I put myself in, I definitely 
applied discipline.” He had strong work ethics and expressed a desire to be more useful in 
the ministry; he became frustrated when he felt like he was not being used to his 
potential. As he remarked, “Basically you can’t come and sit down and warm bench. 
That’s not what the Lord put me in for.” He described himself as “very vociferous” yet he 
felt like his voice was not heard, which was frustrating because he believed that 
“everybody’s voice is important.” 
Conflict resolution approach. Andrew didn’t feel empowered in conflict because 
he believed, “you don’t really have anybody to complain to. It doesn’t make any sense to 
express your views because no one will hear you.” When he was asked to mediate a 
conflict, he said, “I’ll think, I’ll look, and I’ll listen a lot.” When it was beyond his 
control, he got assistance from others. As he mentioned, “It’s not every problem you can 
deal with. You need to get help.” 
Throughout the interview it was evident that he felt undervalued and dismissed. 
As he put it, “If you voice your opinion I think you should be heard and [others should] 
take it into consideration. You don’t have to do it right away but don’t just sweep it under 
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the carpet like it never happened.” Although he expressed these sentiments on several 
occasions, he concluded, “Basically I really love this church.” 
Individual structural description. Andrew’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Andrew wanted to be more involved, but didn’t feel like his opinion 
mattered a lot in the church. It was not apparent in the interview whether this perspective 
might have stemmed from an experience he had in the ministry. Despite being vocally 
expressive, he didn’t feel he was being heard. He desired to be used to his full potential 
but felt constrained because he was not given the permission to perform certain tasks. 
Perhaps at a later date, Andrew will be given more opportunities if the senior leaders 
believe he will be ready to take on the challenge. As Andrew was eager to contribute to 
the ministry, the waiting period seemed like a long time but he is likely going to continue 
to rely on being disciplined, which has always been an important aspect of his life. 
Conflict resolution approach. Andrew felt like his voice was not heard, which 
was frustrating because he willingly listened to others and believed that every person’s 
opinion should be acknowledged. Listening was also a key tool as he mediated conflict 
but he sought help when the conflict was out of his control. Even though Andrew felt 
dismissed, his opinion as a third-party intervener was important as others came to him for 
advice. 
It is possible that Andrew felt dismissed because he was expecting the recipient of 
the message to acknowledge his opinion; the other party might have been unaware that 
they were dismissive when they did not address his concern immediately. Each person’s 
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expectation of appropriate communication is different so it is possible that Andrew had a 
different expectation from the other individual in this perceived latent conflict. If the 
other person was aware and was intentionally dismissive, then there would be an issue of 
having power over another individual. Even though Andrew disliked feeling dismissed, 
he showed his love and devotion to the ministry. 
Individual textural-structural description. I used both the noema and the noetic 
of Andrew’s experiences together to capture the phenomena he experienced. His views of 
his identity and conflict resolution approaches are depicted below. 
Identity. Five main themes emerged during the course of Andrew’s interview: 1) 
Andrew didn’t feel that he was being used to his full potential, 2) he was willing and 
longing to be involved, 3) he was disciplined, 4) he was very vocal, and 5) he respected 
and valued others’ opinions. Andrew believed that he was restricted. As he saw it, “I’m 
not allowed to do certain things—so I just wait until somebody says, you know, ‘Go 
ahead and do that.’” He wanted to do more because “basically you can’t come and sit 
down and warm bench. That’s not what the Lord put me in for.” He appeared to be very 
ambitious and hard-working so when he was not busy, he felt idle. Andrew’s drive to 
complete the tasks in the organization and be more involved could have stemmed from 
being disciplined. As he mentioned, “Discipline plays an important role in my life. It’s 
the way how I was brought up.” Because he was a disciplined individual and had a desire 
to work in the ministry, it was frustrating to not be able to contribute more. Although the 
other participants considered themselves as disciplined individuals, Andrew was one of 
the few participants who pointed this out in the interview. Besides being disciplined, 
ndrew was also outspoken. As he put it, “I’m very vociferous, you know— I tend to talk 
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loudly,” but he didn’t say much because he felt dismissed. He respected everybody’s 
opinion and thought his opinion should be respected too because “everybody’s voice is 
important.” 
Conflict resolution approach. Three key themes emerged: 1) Andrew didn’t feel 
empowered in conflict, 2) listening was a key factor, and 3) others helped him to resolve 
differences. Andrew didn’t want to complain about being inactive in ministry because he 
described himself as “a quiet type of person—so if something, especially in church 
bothers me, I don’t really have anybody to complain to. It doesn’t make any sense to 
express my perspective because no one will hear me.” Because he was often dismissed, 
he didn’t feel empowered in the conflict. Andrew went with the flow and remained quiet, 
which helped to avoid an open conflict. Even though Andrew also described himself as 
loud, he chose to remain quiet, because he wanted to obey the standard set by the upper 
leadership. It seemed a bit frustrating for him but he didn’t want to do or say anything 
that would cause turmoil or any kind of conflict. He listened, not only as a participant but 
also as he mediated conflicts. As he mentioned, he practiced “listening to both sides 
because everybody’s voice is important.” 
Jeremy 
Individual textual description. Jeremy’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. “Family is the one I’ll say shaped my identity because without them, you 
know, we wouldn’t have a light to really guide you in the right path to take.” Although 
family is one of the main factors influencing Jeremy’s identity, he was also influenced by 
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“what’s going on in the world right now with everything that’s taking place [because] it 
makes you look at things differently. It sometimes can make you think of who you are or 
how you were raised and you wonder if any of those things—you know— can change.” 
Jeremy resolved to continue being respectful regardless of the situation because “respect 
can go a long way.” 
Jeremy believed his role as a supportive leader was very important. He explained, 
“You know, you may not see me, um, being active all the time or whatever, but I’m there 
just in case, um, she [the Senior Pastor] wants help, whatever the case may be.” Jeremy 
not only extended a hand to the Senior Pastor, but he also helped the members and 
believed that he has “a strong impact on many of the members because if they want to 
talk to me—somebody to listen, then I’m there to talk to them or encourage them.” For 
Jeremy, “When it comes to ministry, you’re dealing with all these different characteristics 
everyday [laughed] [so] you have to allow yourself to hear from God in a way that [you] 
can touch this one or that one so everybody can leave fulfilled.”  
Conflict resolution approach. In Jeremy’s experience, “you could be arguing and 
then you end up saying something that’s going to end up hurting people—you know, hurt 
the other person’s feelings. Words are just something you can’t get back. Once it comes 
out your mouth that’s it.” As a result of the consequences of negative comments in an 
argument, Jeremy didn’t embrace conflict. As a matter of fact, he said, “I try to stay away 
from it.” When he had to engage in conflict, he said, “I use the Bible, I use my own life 
experiences. I use other people’s life experiences and I put everything together and see 
how it could solve the situation.” He further commented, “Yeah it [conflict] can be a 
positive outcome, if the other person is willing to take it [suggestion] in. Because you can 
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be wasting your breath if you’re just saying something over and over and it’s not 
welcomed by the other party—it’s like you’re wasting your time.” Jeremy was hopeful 
that there were others who were willing to listen and work towards a solution, but he was 
mindful everyone needed time to process everything. He believed that the time it takes to 
calm down someone so that both can work towards a solution “depend[ed] on the person. 
It could be a few minutes, a couple days, it all depends on the person and how that person 
can handle it. Maybe you may cool off in say—15 minutes while the other person cools 
off the next day—so I think it depends on the individual.” 
Individual structural description. Jeremy’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. Jeremy had a firm foundation in his family. They taught him core values 
and he still followed them even in the face of adversity. One of these values was being 
respectful. For Jeremy, respect was critical. The way Jeremy saw it, “you have to show 
respect in order to get respect.” In addition to having a strong family foundation and 
values, Jeremy seemed to be a quiet guy who liked to stay in the background. He was still 
aware of his importance in the ministry even though he was “behind the scenes.” Jeremy 
understood that he served an essential role as he supported the Senior Pastor. He was not 
only there to help the higher leadership figure, but he also tried to be available to help the 
members of the congregations. Jeremy seemed to be approachable and willing to help in 
all the areas. 
Conflict resolution approach. To Jeremy, conflict was a treacherous ground since 
you couldn’t take back words once they were spoken; as a result, he would rather avoid 
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conflict. Depending on the other participant, the conflict could be settled quickly or it 
could take some time, but it was imperative that everyone remained calm before 
attempting to resolve any dispute. Jeremy didn’t see any point in attempting to resolve a 
conflict when the situation was heated since no one would really be listening to the other. 
He might have gained this wisdom serving as a minister. 
Jeremy realized that in this ministerial role, conflict was inevitable, so he used 
tools like the Bible and his life experiences to get him through it. Jeremy seemed to feel 
fulfilled when he was able to help others get through conflict experiences. It was as if 
they successfully completed another hurdle in the journey of their relationship. 
Individual textural-structural description. I used both the noema and the noetic 
of Jeremy’s experiences together to capture the phenomena he experienced. His views of 
his identity and conflict resolution approaches are depicted below. 
Identity. Five key themes emerged from Jeremy’s sense of identity: 1) Family 
played a major role, 2) he showed respect in spite of circumstances, 3) he showed support 
for the Senior Pastor, 4) he encouraged others, and 5) he fulfilled purpose in God. Family 
had been a strong source of support and had instilled core values in him, so Jeremy said, 
“I say family mostly is the one who I would put at the top because friends can come and 
go but family will always be there.” One of the core values his family taught him was to 
respect others, and even with the social injustice Jeremy still resolved to show respect. He 
reflected, “When I look at what’s going on in the world right now with the violence, 
police brutality and what’s going on—it makes me wonder—because even though I was 
raised to, respect authority . . . I have to still know stuff happens. It makes me look 
back—should I probably just disregard all those things altogether? But then based on the 
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way I was raised, I will look back and say, ‘No, I can’t really do that because I have to 
still stand up for who I am.’” He was avid about his support for the Senior Pastor and was 
“there to assist in every way.”  He also saw himself ministering to others as he 
encouraged them, “I’m there to talk or to encourage them, you know, and show them 
which direction to take if they want some words of advice or whatever they need.” He 
was committed to fulfilling his purpose in God. As he put it, “As a minister, you have to 
kind of allow the Lord to lead you in such a way where you can allow whatever God’s 
speaking to you to touch this person and that person because everybody’s going through 
something different.” Regardless of the role or responsibility, Jeremy endeavored to do 
his best to be there for others. 
Conflict resolution approach. Three key themes emerged in terms of his 
approach towards conflict: 1) Jeremy avoided conflict as often as he could, 2) he believed 
that the resolution was contingent on the participants, and 3) he believed that everyone 
had to be calm to get to a place where the conflict could be resolved. A consistent theme 
throughout the interview was that Jeremy avoided conflict whenever possible but if he 
couldn’t, then he adapted to the situation to find the best approach to resolve it. As he 
mentioned, “I try to stay away from it [conflict] because I’m not a very argumentative 
person.” For Jeremy, the length of time to address the other person in the conflict 
“depend[ed] on how often you and the other person speak.” One unique aspect about 
Jeremy’s response was that he believed, “you have to think before you do stuff and think 
before you say stuff” because there will be consequences for every action. Even though 
Jeremy tried to be strategic as he resolved conflict, he would rather avoid it altogether. 
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Elizabeth   
Individual textual description. Elizabeth’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Elizabeth declared, “I believe my faith is a foundation of who I am. My 
belief system is grounded on God.” Elizabeth believed strongly in purpose so she said 
that “everything I do, say, or even think is towards that ultimate goal fulfillment and 
that’s really what shapes my identity. I am identified by, umm, being a purpose-driven 
individual. I am not a mistake but I am divine design for the here and the now.” She 
further stated, “I am sent by God to teach God’s people how to live again by faith,” and 
that “at the end of the day, I am called here for a purpose and even on my bad days God 
will get the glory out of it.” Her identity was not only shaped by her faith and purpose in 
God but it was also influenced by others. As Elizabeth put it, “my view of myself is a 
reflection of what I believe other people think of me . . . so if I believe if I think of myself 
highly, I don’t think people think of me in a lesser position. Whatever you think people 
think of you is what you think of yourself.” 
Conflict resolution approach. For Elizabeth, conflict was “not something I like 
but it [was] something necessary—because even as I am thinking back about the moment 
when the Lord gave me a visitation, it was a conflict. It was a serious conflict for me 
because I wasn’t thinking about Him.” When dealing with conflict, Elizabeth said, “I try 
hard to remember we are all God’s children.” She also kept in mind that “the conflict is 
not the person—it is a situation—and I try very hard not to make it about the person [so] 
that when we are done, we can get to an amicable agreement rather than for the 
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individual to leave feeling less than themselves.” As Elizabeth puts it, “At this stage of 
my life—the value that I follow is that everybody is invaluable; everyone’s opinion has 
value in it.” Sometimes the conflict was addressed directly, and “sometimes I don’t deal 
with it head on,” If the conflict was intense, Elizabeth tried “to solve the problem another 
way, you know. I try to sort of—I just recently I had a situation, an incident I had to deal 
with. . . . I started sending out some paperwork and the problem was resolved to a degree. 
But I already know there’s going to come a time when we’re going to have to sit down 
again.” 
Elizabeth not only dealt with conflict as a participant, but also as an intervener. 
She said, “Most people that come to me for counseling that are already married, they 
have a thing where the wife wants to be right and the husband wants to be right but—
what guides me is where God is.” It baffled Elizabeth “that something can come up that 
could cause people who grew up together, that vowed to be together, to really hurt each 
other that that sticks with me.” Even though this baffled her, she understood that “conflict 
is a spiritual thing . . . and when these, umm, conflicts come up, they are disguised. They 
are used by him [the devil] to bring separation and division to people and bring pain and 
you have to—you need God—you need the Holy Spirit to help you to guide you through 
the nuances of what’s really happening so that we can expose the devil and the people 
can go free—so while I am listening I am praying.”  
Individual structural description. Elizabeth’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
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Identity. Elizabeth had a strong drive to live in faith and purpose. She admitted 
that she didn’t always live for God, but after her encounter with God her life was never 
the same. Even in resolving conflict Elizabeth wanted to know what the purpose behind 
the conflict was. She believed conflicts provoked change, so even though the conflict 
might be uncomfortable, it might push individuals towards the path destined for them. 
For Elizabeth, it was irrelevant who was right or wrong; rather, she tried to look at the 
conflict from God’s perspective, and saw the bigger picture. 
Conflict resolution approach. Elizabeth was very strategic when she was in 
conflict and she did her best so that the conflict could be resolved. For Elizabeth, it was 
important to separate the issue from the person. While she didn’t have a problem doing 
so, the party with whom she was having conflict with might have had some difficulty 
differentiating the two [issue and person]. Even though Elizabeth tried to help them to see 
it from her perspective, at the end of the day, what they thought about themselves 
determined how they would address the conflict.  
Individual textural-structural description. I used both the noema and the noetic 
of Elizabeth’s experiences together to capture the phenomena she experienced. Her views 
of her identity and conflict resolution approaches are depicted below. 
Identity. Two key themes emerged from Elizabeth’s view of her identity: 1) live 
in faith, and 2) live in purpose. A resounding theme in Elizabeth’s response was a drive 
towards purpose, and faith was one of the key vehicles for her to do so. As she 
mentioned, “I believe my faith is a foundation of who I am.” She had a unique 
assignment to guide others and “bring all into the unity of the faith.” In Elizabeth’s 
reflection of herself, the conflict she encountered and the conflict she managed as a third-
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party intervener all revolve around purpose. She declared, “I believe God purposefully 
created me and—because He did it purposefully, He gave me a purpose—and every day I 
live, I live with a purpose mindset.” She summed it up by saying, “so everything I do, 
say, or even think is towards that ultimate goal fulfillment and that’s really what shapes 
my identity. I am identified by being a purpose-driven individual.” 
Conflict resolution approach. There were five key themes that emerged from 
Elizabeth’s conflict resolution approaches: 1) conflict was necessary, 2) conflict could be 
scary, 3) the issue needed to be separated from the person, 4) strategy was needed, and 5) 
listening was an important tool when in conflict. What was unique about Elizabeth was 
her face-to-face encounter with God. It was “the scariest moment of my life because God 
confronted me—it was a conflict for me because I was in a totally different direction 
from where He was so it scared me. It [conflict] is not something I like but it’s something 
necessary—because even as I am thinking back about the moment when the Lord gave 
me a visitation, it was a conflict.” For Elizabeth, that encounter with God was the best 
thing that happened to her. 
When in conflict with others Elizabeth was strategic, “sometimes I don’t deal 
with it head on. Sometimes I withdraw.” She also tried to separate the issue from the 
person. Elizabeth said, “I try hard to remember we are all God’s children and when we 
are dealing with a situation, I’m not doing this to derail you, to make you feel worse 
about yourself. Let us solve the problem, and you are not the problem.” She also made it 
a priority to listen to others, “I spend a lot of time listening to what people are not saying 
and listening to how people are saying what they are saying because it’s in the how they 
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speak and in what they are omitting that really tells the truth about what’s really going on 
in a conflict.” 
She used six examples based on her own experiences as she thought about 
conflict she had engaged in, and others she managed. When she managed conflict she 
asked herself questions like, “What is the purpose for this? Why is this conflict going on? 
What end result would we like to see? So that also guides me. It’s not where we are. It’s 
where we are going. So, can we move this thing along so that we can get to where we are 
going?” For Elizabeth, everything has a purpose because she believed that nothing in her 
life was accidental. Even conflict had a purpose, and “if you go through conflict the right 
way, at the end of the day you’re going to change.” 
Tony 
Individual textual description. Tony textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using his verbatim examples. 
Identity. Tony said, “Our identity is—you know—our tradition, and also in the 
religious doctrines that we are held by and that we associate with” and added that “We 
believe the Word of God is ordained by God and it’s our worldview; it’s how we view 
the world in light of the teachings and the principles that’s in God’s Word.” He also 
added, “You know, the Jamaican—we have a rich heritage of growing up around the 
Bible—so even the secular, people that’s not in church, they know the scriptures.”  Tony 
referenced that some people may have a closed mind based on their cultural background 
as he said “You know, I’m thankful that I have an open mind and I’m not so stuck in—
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you know—people get stuck based on the way they were taught, the way they were 
raised.” 
Tony looked to God and His Word to shape who he has become as he mentioned, 
“You may have some faults or weakness and then others see your faults and weakness. 
They don’t see—you know—how far you’ve come—so you gotta learn to go beyond 
people and just kind of look to God and look to—you know—don’t be too hard on 
yourself, pick yourself up and keep moving up.” Tony believed that he is an “ambassador 
for Christ. You know, personally I could probably never be an ambassador for any 
country, but I can be an ambassador for Christ.” He said, “There comes a time when 
you’re gonna have to know what you believe and what your purpose is—what your goals 
in life and what your worldview are—and what you want to stand for—and if conflict 
arise, you gonna have to stand on your principles and your core beliefs and traditions..” 
Conflict resolution approach. When I asked Tony about his perspective on 
conflict, he replied, “conflict is the desire of the individual,” and then said that 
“everything is limited here—our time, our money—in everything there’s always conflict. 
But when we live by faith, we’re not limited to the resources of man and the temporal 
things of this earth.” Chris later said that “when we, uh, are governed by higher laws—
the laws of God, we realize that our conflicts that we encounter can be solved if we just 
go to a higher source of being—[a higher] source of power.” 
Tony not only looked at conflict from a spiritual perspective but he also looked at 
it from a natural perspective. He believed that there are many causes for conflict. For 
example, “Our own understanding, our own tradition, you know, our own perception gets 
in the way and it causes a lot of conflicts in church.” When there was conflict, Tony 
259 
 
believed that we should “create [an] environment where everybody can feel accepted and 
feel peaceful.” We should endeavor to “pretty much understand others, understand what 
their needs are, and understand how to get along and how to—you know—create 
environment.” He also spoke with conviction as he said, “You have to stand your ground, 
you have to know what you believe and what—you know—what you hold dear to. And a 
lot of times I believe—you know—in churches people—people are not allowed to say 
how they really feel—to say what’s bothering them or what’s hurting them. People have 
a lot to say but they’re afraid to say it.” Tony believed that there is a time to speak up and 
a time to be silent. When engaged in conflict within his household, Tony said, “I try to 
just take the lesser ground. I’d rather take the wrong just so that whatever the conflict is 
will pass.”  
In conflict, there might be offense but it was necessary to forgive because 
“forgiveness pretty much is—it’s for the individual that’s pretty much been offended or 
hurt. We don’t wait till we see the person to forgive them. We can forgive them when 
we’re by ourselves. We just release them—we release the situation when we go to pray.” 
As a conflict intervener, Tony tried “to get them [the parties] to mediate—to come to an 
agreement and solve their own conflict.” 
Individual structural description. Tony’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand his experience. 
Identity. Tony looked to God and His Word to understand his own identity. He 
specified that the Bible is his worldview, so everything is filtered through his 
understanding of God’s Word. Even in spite of any shortcomings, Tony would rather 
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focus on the progress he had made rather than on any flaws. He had gained strength from 
the Bible as he looked to God for redemption in spite of his flaws. For Tony, the 
individual’s growth told a lot about the character of a person. Growth was an important 
element because Tony saw himself as a representative of the Kingdom of God. This was 
a responsibility that he didn’t take lightly, so as a leader, he walked circumspectly so that 
he could be an example to others. 
Conflict resolution approach. There were two lenses that Tony looked at as he 
defined conflict: the spiritual and the natural. He believed that from the spiritual 
standpoint, we have shortage of resources because sin entered the world; nevertheless, 
when we go to God, He would provide for us and fill every need. From the natural 
standpoint, he believed one’s perspective may contribute to a conflict. In his personal life, 
he was willing to allow his wife to win arguments because he looked at the bigger 
picture: a peaceful home. Whereas he took a silent approach in the home, he took a vocal 
stance in the church. Even though this approach was different, he still looked at the 
bigger picture as he commented, “When you’re in a church and people can’t say how 
they feel—it shows in the church. It shows because the church will be lacking [and] it 
will be stagnant.” He further added, “When you’re in an organization where there’s 
communication [and] you can speak and freely, resolve your conflict, [and] say what’s on 
your mind, [then] you [will] see the beauty.” 
Individual textural-structural description. I used both the noema and the noetic 
of Tony’s experiences together to capture the phenomena he experienced. His views of 
his identity and conflict resolution approaches are depicted below. 
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Identity. Throughout the interview, four main themes emerged from Tony’s 
responses: 1) fulfilling God’s purpose, 2) finding strength in God, 3) having an open 
mind, and 4) being a role model to others. Tony had a strong self of sense, and took pride 
in his purpose as a representative in the Kingdom of God. As Tony put it, “You know, 
personally I could probably never be an ambassador for any country, but I can be an 
ambassador for Christ. So, I carry myself like I’m an ambassador so whatever 
ambassadors do—that’s what I do. I represent the kingdom of God.” This unique 
perspective resonated throughout Tony’s life, including the example he sets for others 
and his conflict resolution skills. As he puts it, “I walk in love and joy and peace, long 
suffering, meekness, worshiping God—you know—loving others and just you know, 
being a good example of Christ.” As a result of this perspective as an ambassador, Tony 
had an open mind frame so he was not limited to cultural traditions or expectations. As he 
said, “I’m thankful that I have an open mind and I’m not so stuck in—you know—people 
get stuck based on the way they were taught, the way they were raised.” 
As a result of having an open mind, Tony didn’t get discouraged even in the face 
of weakness; instead he relied completely on God. As he said, “You may have some 
faults or weakness and then others see your faults and weakness; they don’t see—you 
know—how far you’ve come—so you gotta learn to go beyond people and just kind of 
look to God and look to—you know—don’t be too hard on yourself, pick yourself up and 
keep moving up.” It seemed as if Tony was focused on the destination, so even though he 
made some mistakes on the journey, he was focused on pleasing God and completing his 
journey. 
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Conflict resolution approach. Fives main themes emerged from Tony’s 
responses: 1) he allowed God to work out the problem, 2) he believed others should have 
a chance to voice their opinion in an organization, 3) he was willing to yield to the other 
party, 4) he believed forgiveness was essential, and 5) he served as a mediator in conflict. 
It was evident that Tony didn’t believe that he belonged in this world because, by 
definition, an ambassador is sent from one’s homeland to another country to serve as a 
representative. He seemed to long for his true homeland with God as he spoke about the 
limitations on Earth. As Tony said, “Conflict is the desire of individual, and limited 
resources will cause conflict.” So for Tony, as long as we are living on this Earth we will 
have conflict, but conflicts will cease to exist when we get to Heaven where there are no 
limits.” Tony believed that “our conflicts that we encounter can be solved if we just go to 
a higher source of being—source of power.” He relied completely on God as he thought 
of himself as God’s representative on the Earth, and he believed that God took care of all 
his needs, including needs that arose as a result of conflict. 
Tony was also a strong advocate for allowing people to express their opinion in 
the church organization. This could be likened unto a country like the United States, 
which sends representatives to developing nations to help them to voice their opinion. In 
that same regard, Tony was advocating for those who have been silenced. He put it this 
way, “If there’s a conflict—if there’s a concern—you know—you [leader] should 
welcome what people have to say. You know, getting that feedback—you may not agree 
with it, but that feedback will help you get better. So I just feel like when you’re in a 
church and people can’t say how they feel—it shows in the church. It shows because the 
church will be lacking [and] it will be stagnant. You know, because that’s how it is 
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when—whenever you have people together there are always new ideas. There are always 
ideas—fresh ideas, people can do things better.” 
Even though Tony advocated for giving people a voice in an organization, Tony 
seemed to prefer to stay silent at home in order to keep the peace within the family. As he 
mentioned, “I try to just take the lesser ground. I’d rather take the wrong just so that 
whatever the conflict is will pass.” For Tony, the benefits of a peaceful home far 
outweighed winning an argument. 
Regardless of who was right or wrong in an argument, Tony believed that 
forgiveness was necessary. As he commented, “I don’t wait until I see the person to 
forgive them. I can forgive them when I’m by myself. I just release them—I release the 
situation when I go to pray. I don’t want to be angry with that person. I want to just 
release it.” As Tony spoke about forgiveness, it appeared that it was necessary especially 
for the person who was offended. He described it as if it was a weight or burden to the 
offended party if forgiveness wasn’t granted. 
Lastly, Tony helped to mediate conflict. As he mentioned, he tried “to get them to 
mediate—to come to an agreement and solve their own conflict, you know.” He 
continued by saying, “But you got to listen to both sides—there are always two sides to 
every story, to every conflict.” He did his best, especially as a minister, to help people to 
have peaceful relations with each other. 
Julia 
Individual textual description. Julia’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
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Identity. Julia’s identity was founded on having close family relations, being a 
Christian, and being a teacher. As Julia said, “I have two kids. I have to be responsible to 
take care of them. I’m close with my family.” She also added that “being a part of a 
church community—I didn’t go to parties. I was, you know, doing different things like 
how a Christian should live her life, really . . . I took my education seriously—my life 
was on track. I think my Christianity and my relationship with God played a big role in 
who I am today.”   Another aspect of Julia’s role was being a teacher. “As a teacher you 
want to see your students to be successful and academically aware of everything.” 
Conflict resolution approach. Even though Julia embraced family and her church 
community where conflicts are likely to happen, she expressed a strong dislike for 
conflict. Julia expressed, “Oh! When I hear the word conflict, I’m thinking negatively, 
like an argument between two persons or something is happening that is not right 
between two people.” As a matter of fact, recently she was in a conflict with another 
individual. She recalled, “She [the other party] backed out and she hit my car. She was 
shocked, I was shocked. I told her to—you know, ‘Let’s exchange insurances and get this 
fixed.’ But she said, ‘No!’ She said she would pay for the damage, because it’s not going 
to cost that much, right? So of course, I said ‘Okay’ I’m going to take her at her word. 
She didn’t fix it and now I’m upset. She wants to sit down in mediation with her family. I 
really don’t want that. I want her to fix my car.” Even though the other party didn’t want 
to fix the car, Julia said, “I’m not going to malice her. If I see her, I’m going to say ‘hi’ 
and ‘bye.’” Julia cautioned that as a leader you have to be careful how you address 
conflict “because as a leader people look to you to lead, to be, you know, respectful.” 
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Instead of trying to take conflict in her own hands, Julia would rather “leave it to 
God…” She continued by saying, “I have to [leave it to God], because my goal is to 
reach heaven so I can’t go out there and curse and whatever. No! If you go out there and 
show a bad side of you that, you know, that doesn’t look good, then people are going to 
look and say, ‘What kind of person you are!’” When asked what would cause a person to 
behave badly in conflict, Julia expressed that “it’s where you came from and how you 
were brought up that would—you know—allow you to solve your conflict in a decent, 
respectable way or in an inappropriate manner.” She believed that this conflict could have 
been resolved, because “there is always a solution to a conflict,” adding, “it’s just how 
you as an individual deal with it.” 
Individual structural description. Julia’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Christianity shaped every aspect of Julia’s life, including how she 
entertained herself, how she presented her attitude as a teacher and even how she 
resolved conflict. Every decision Julia made depended on whether it was pleasing in the 
sight of God. Family was very important to her, and she seemed to try to connect with 
them as often as she could. The values she was taught from being a Christian and her 
family seemed to transcend to her passion for teaching. 
Conflict resolution approach. Julia believed that every conflict has a solution, but 
whether or not that solution was implemented depended on the persons involved in the 
conflict. She was a peaceful person who didn’t like confrontation; instead, she allowed 
God to handle it. This perspective could be based on an earlier experience that God 
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addressed, so she continued to rely on Him to address it again. Julia saw this as the 
proper way to address any conflict that seemed overwhelming, but Julia also saw others 
used a very different approach—one that she wouldn’t recommend. 
Julia witnessed people responding to conflict in a boisterous way, and 
immediately differentiated herself from those kinds of individuals, adding that their 
environment caused them to behave in that manner. Since Julia valued her family, she 
made a conscientious effort to act civil and become a productive member in society. Julia 
continued to depend on God to handle her conflict experiences and shape the lifestyle of 
herself and her family. 
Individual textural-structural description. I used both the noema and the noetic 
of Julia’ experiences together to capture the phenomena she experienced. Her views of 
her identity and conflict resolution approaches are depicted below. 
Identity. Three major themes emerged in Julia’s responses: 1) Christianity shaped 
every aspect of her life, 2) she valued teaching others, and 3) family was important to her. 
As a Christian, Julia “didn’t go to parties—I was, you know, doing different things like 
how a Christian should live her life, really. I took my education seriously—my life was 
on track.”  Every decision Julia made seemed to be influenced by her commitment to 
God. Julia also respected her students. As she stated, “Well, as a teacher—my value is to 
portray to my students—um, to be truthful in what they do—to learn, to process what 
they have been taught.” She tried to instill in them everything that they needed to be 
productive members of society. 
These themes were evident, but there was one unique aspect about Julia’s 
response. When asked what made the biggest impact on her identity, Julia said, “I would 
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say my family—not that church is not involved—you know, but I say my family, 
because, uh, you know—my mom taught me that you need to be somebody in society—
not just waste away.” Julia had really endeavored to be ambitious in life because of the 
values her family instilled in her.  
The decisions she has made seemed to be a direct result of her family and her 
commitment to God. They both impacted how she approached her role as a teacher. As 
she put it, “I’m close with my family [and] . . . I think my Christianity and my 
relationship with God played a big role in who I am today,” including how she resolved 
conflict. 
Conflict resolution approach. Three major themes also emerged from Julia’s 
perspective of how she resolved conflict: 1) there is always a solution to conflict, 2) she 
allowed God to work it out if the parties were not willing to resolve it, and 3) she 
respected others while trying to resolve the conflict.  
Julia was very optimistic about resolving conflict if the parties were willing to 
work it out. “Again, it all boils down to how the individual deals with conflict, whether 
you’re going to deal with it positively or negatively. It all depends,” but she firmly 
believed that “once there’s a conflict, there must be a solution.” Julia believed it was 
important to “try to resolve your issues in a peaceful and a respectable manner.” If the 
parties were not willing to resolve the situation, then “sometimes you just got to pray and 
leave it to God.” She believed that God would work out her conflict, and justify any 
situation that she couldn’t handle. 
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Zoey 
Individual textual description. Zoey’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. There were two main aspects that influenced Zoey’s identity of herself: 
God and her relationship with others. Zoey said, “How I view myself now is much 
different from how I viewed myself before I knew God . . . now I’m a born-again 
Christian. I view myself as separate from everybody else. The church that I came out of, 
we weren’t allowed to wear fancy clothing or jewelry so that we could distinguish 
ourselves from the world.” But after moving to the United States and being a part of 
Rhema Word Ministries International, Zoey said, “Now I can wear nice clothes . . . I’m 
doing it because I realize that I have to represent Christ in such a way that people will 
know that I am a child of the King.” In addition to shaping her identity in relation to God 
and the organization, Zoey said, “I think of myself in relation to other people. In terms of 
other people…when I was growing up, I was always told, ‘Oh, you’re so smart! You’re 
so intelligent!’ Zoey always had a strong sense of self and she said that “I was never 
easily influenced by my peers.” 
Zoey had a strong sense of self, but she was not always cognizant of her role. She 
said, “Honestly, I don’t think about it, that people are looking up to me. But in truth, and 
in fact, you are being watched, whether you realize it or not. And so, I think that as a 
leader I should set an example for other people.” One example she pointed to was being 
supportive, as she mentioned, “The Pastor can’t do everything; it’s the responsibility for 
the leaders to support the pastor. I have to make sure that I’m doing it 100 percent. And, 
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honestly, sometimes I feel like I drop the ball a lot of times—so I’m not as valuable as I 
could be. But, I still have a lot of value because I’m a seed, and I am growing. And, I 
know that one day, one day God is going to use me to be able to bring many souls into 
the kingdom.” Even though Zoey had this positive mindset, she used to shirk in the face 
of conflict. 
Conflict resolution approach. Zoey recalled, “I used to think of conflict as being 
very bad. I hated conflict. I wanted nothing to do with it because when I was growing 
up—when people had conflict they shouted and they yelled. . . . But, after getting another 
insight into what conflict can be, I realized conflict is not so bad after all because conflict 
is basically two people who have different opinions.”  She believed, “based on how you 
address conflict, that’s going to determine if it’s positive or negative. It all depends on 
who is involved.” Zoey understood that “we come from different culturally backgrounds. 
We’re not gonna see the world the same. We have different outlooks on life.” 
If the conflict was not serious, Zoey said, “I don’t mind letting them have their 
way . . . it’s not really a big deal for me. Now, if it affects what I do, let’s say for 
example, the conflict involves a car and I need a car to go to work, but you need it to go 
somewhere else, then I’ll try to negotiate. . . . I try to, to treat others like I would want to 
be treated.” Zoey was also willing to resolve differences by doing “what the Bible says 
about conflict. It says to turn the other cheek, which, honestly, it’s not as easy to do. But 
I’ve come to have such a confidence that God’s got it—I don’t worry so much about that 
anymore. He told me that vengeance is mine. But if I try to do it, I’ll just stress myself 
out.”  
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In her experience with conflict, Zoey had learned some lessons along the way. “It 
made me realize that people, um, have needs, and if those needs are not met . . . you start 
to see the human nature in people.” She concluded that “as a leader, I know I have to 
think into things more. Not just do things just because it sounds good or it looks good. 
But I have to be more conscious of the decisions I make.” 
Individual structural description. Zoey’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Zoey seemed to only take the positives from others to shape who she has 
become. Even though she might not have known it, she always had leadership qualities 
because she did not conform to peer-pressure, and she relied on God for her confidence. 
Her experiences might have shaped this belief, as she expressed these beliefs with 
conviction. Even though she was not always thinking about her role, she realized that 
people were watching and looking to her to be an example. Zoey didn’t think she was a 
very good example, but she intended to work towards getting better. She was optimistic 
as she described herself as a seed with a lot of potential. Zoey saw herself in the 
bourgeoning phase but she would soon be able to mature into a more productive leader.  
Conflict resolution approach. Zoey realized that not all conflicts were bad; it was 
just having different perspectives because we are all different. She seemed to take a 
relaxed approach when she was in conflict and was willing to concede unless it mattered 
very much to her. When the conflict was overwhelming, Zoey left it up to God to work it 
out because she believed He will always take care of her. 
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Individual textural-structural description. I used both the noema and the noetic 
of Zoey’s experiences together to capture the phenomena she experienced. Her views of 
her identity and conflict resolution approaches are depicted below. 
Identity. Zoey brimmed with excitement as she recalled her childhood memories, 
and how her identity and conflict perspectives had been shaped by her recent experiences. 
Three themes emerged: 1) she was impacted by others, 2) she had purpose in God, and 3) 
she experienced personal growth. Zoey primarily remembered the positive things spoken 
to her such as, “‘Oh, you’re so smart! You’re so intelligent!’” These words of affirmation 
helped her to have a strong sense of self. She didn’t find the need to defend who she was, 
and was confident in whom she had become. Growing up, she hardly had to fight at all as 
she recalled, “In Jamaica I was always spoiled. So, people would even stand up for me.” 
However, she said that “I found that when I came to this country—sometimes you gotta 
stand up for yourself.” In an individualistic culture such as the United States, the 
emphasis is on individuality, so Zoey found that each person looked out for themselves. 
This meant that she had to learn to be more proactive and independent.  
Zoey was happy that she found a church home here in the United States where she 
embraced her purpose in God. As she put it, “I’m coming into my purpose—what God 
has planned for my life, and the possibilities are endless from here. I view myself based 
on God’s plans for my life.” She was also learning how to be a better role model, as she 
stated, “I think that as a leader I should set an example for other people.” She believed 
she had a long way to go, as she said “I’m a seed, and I am growing.” 
Conflict resolution approach. Even in conflict situations, Zoey had experienced 
growth. Three main themes emerged as she reflected on her conflict resolution approach: 
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1) changed perspective on conflict, 2) she relied on God to resolve conflict, 3) she treated 
others kindly. As she reflected on her past experiences in Jamaica, she said, “I was 
always spoiled. So, people would even stand up for me. But, here [United States], I found 
that I had to be really assertive at times. I can’t just let people have their way all the time. 
Otherwise, [laughed], you’ll just have nothing.” This aspect about being spoiled was 
unique as no other participant relayed that experience. As a matter of fact, most spoke 
about hardship that they had to overcome. When the conflict experience was too 
overwhelming for Zoey, she depended on God. As she said, “I know that God’s got my 
back—I don’t have to worry about what people say.” 
As Zoey encountered new experiences, she was learning how to deal with people. 
The last conflict she encountered opened her eyes. “It made me realize that people, um, 
have needs, and if those needs are not met…you start to see the human nature in people,” 
she said.  She tried to be fair towards others. In Zoey’s words, “I try to—to treat others 
like I would want to be treated. You know—if someone said to me, ‘You’re being unfair’ 
or, ‘That’s not nice,’ I [would] reflect and say, ‘Would I want somebody to treat me like 
that?” Zoey’s life experiences had been shaped by others, and her conflict experiences 
have taught her that she could always depend on God. Throughout her journey she had 
grown a lot as a person, both in her personality and her spiritual walk. In time, Zoey 
expected to fulfill her role with excellence and bring many souls into the kingdom. 
Emma 
Individual textual description. Emma’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
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Identity. When asked how she viewed herself, Emma’s response was, “I look at 
myself and compare myself to other people.” She did not identify any other specific trait 
she aspired towards. In response to identifying her role, she seemed to have a strong bond 
“for the children that God shined down on my life, you know.” As she stated, I am 
helping young people in church now.” 
Conflict resolution approach. When asked how she views conflict, Emma 
responded, “I don’t like conflict—I try to ignore it. I try to work towards [a solution], but 
I [also] try to ignore it. So what I’d do is—I ignore her [mother]. Like, I put on my 
headphones and block her out with music. Or I just . . . I be like ‘Okay whatever,’ and 
just storm upstairs and shut my room and just block out everybody in the house.” When 
asked how she felt when she responded that way, Emma replied, “I mean at the moment, 
I felt good. But then I always go back and I’m, like, I should’ve never done that. I 
should’ve just—you know—told my mom why [I did that], or apologized to her.” The 
values that Emma used to guide her decision as she discussed the conflict with others 
were “trust, honesty, and communication,” although she admitted, “I don’t have conflicts 
anymore in the church.” When asked about her role in conflict management, Emma’s 
response was “Well, that person told what he thought . . . and then the other person. With 
the youths you got to come together and talk it out until it finally gets resolved.” 
Individual structural description. Emma’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Emma’s curt responses could be as a result of being uncomfortable 
disclosing information that she considered private. Although all the participants were 
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given consent forms and Emma agreed, Emma preferred to omit descriptive details about 
her identity. As a young leader, she was likely influenced by the standard of brevity 
pronounced in today’s technology. What was clear was that she saw herself in relation to 
others and as an instrumental figure in the youths of the ministry.   
Conflict resolution approach. Although Emma gave brief descriptions of her 
conflict management approach; I gathered that she really disliked conflict. This could be 
the result of a past experience or a dislike for how she felt when she was in conflict. 
Emma showed some improvement in how she resolved conflict with her mother. As she 
continued to mature, she became more responsible as she engaged with others, even in 
conflicts. 
Individual textual-structural description. I used both the noema and the noetic 
of Emma’s experiences together to capture the phenomena she experienced. Her views of 
her identity and conflict resolution approaches are depicted below. 
Identity. Two key themes emerged: 1) she saw herself in relation to others and 2) 
she was involved with the youths. As Emma stated, “I compare myself to other people in 
general.” This could be because she wanted to fit in, or perhaps she saw herself as a 
leader and wanted to monitor her progress in relation to others. Although the reason for 
the comparison to others was not clear, it was evident that she was influenced by people, 
whether in church or other places. In addition, Emma seemed happy about her 
involvement with the youths. She served in different capacities, whether she helped them 
through a problem or provided guidance. As she said, “With the youths, you got to come 
together and talk it out.” One thing was clear; she was there and showed support “for the 
children that God shined down on my life.”  
275 
 
Conflict resolution approach. Two themes that emerged in Emma’s response 
were 1) she realy disliked for conflict, and 2) she believed that conflict should be 
discussed. The first theme was consistent throughout the interview as she stated, “I don’t 
like conflict—I try to ignore it. I try to work towards [a solution], but I [also] try to ignore 
it.” Although the statement sounds contradictory, I gathered that Emma tried to work 
towards resolving the conflict but she would rather ignore it. Emma did not offer 
clarification but mentioned later in the interview, “I mean at the moment, I felt good. But 
then I always go back and I’m like—I should’ve never done that.” There were two unique 
aspects: Firstly, Emma was the only candidate who provided succinct responses, and as a 
result could not be represented in the thematic analysis; secondly, she identified the 
sincerity of the other party “by the way the person looks me in the eye” as she discussed 
the conflict with them. It appeared there was a certain look or a certain connection that 
Emma was looking for to determine whether or not the other party was sincere. This 
appeared to go beyond regular eye contact, to one where it was scrutinized.  
Antoinette 
Individual textual description. Antoinette’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Antoinette found importance in “being honest, being focused and doing 
my best at whatever it is I’m doing.” She filled an important role as she “intercede a lot 
for the body in general.” Antoinette said, “I’m pretty important, but if someone says 
something negative or false, it makes me want to be that way sometimes,” and it made 
Antoinette question, “How do these people—how do people really see me?” She found 
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strength in God as she later added, “I rely on Him [God]” to get her through all her 
experiences. 
Conflict resolution approach. When Antoinette was in conflict, she said, “I just 
try to have an open mind when conflicts arise because I know that when people get upset 
they don’t think.” She recalled, “When I’m trying to deflate a situation and the other 
person keeps going—if I’m involved in the situation and they just keep going, sometimes 
it’ll upset me to a point where I don’t care anymore and I’ll just respond however I feel 
like responding—but for the most part God has really helped me to be humble more than 
I would usually be in the world.” She also added, “Based on the situation, I’ll let the 
person know how I feel and let them know they were wrong.” When asked how she 
responded when people didn’t apologize, she said, “I just leave the person alone for a 
while—and when they feel like coming around—you know—I’ll accept them even 
though I’m still waiting on that apology.” Antoinette placed a lot of emphasis on her 
disdain for being blamed. Even though Antoinette said, “I don’t like to be wrong,” she 
admitted that “if I was wrong I’ll let you know I was wrong and I’m sorry.” When people 
did not apologize, Antoinette said, “It makes me feel belittled and disrespected a lot.” 
Antoinette later concluded, “I’ll still accept them and I’ll try to move past the issue.” 
Individual structural description. Antoinette’s structural description explains 
the “how” of the “what” was experienced. Husserl refers to this as the noetic aspect, 
where I applied imaginative variation to help to understand her experience. 
Identity. Despite striving to do her best, Antoinette seemed negatively affected 
when others put her down. Although she did not ask for it, she might have longed for 
positive affirmation to help her to feel encouraged as she fulfilled the role of service. She 
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often questioned how she was perceived by others, and seemed to think that they perceive 
her negatively, but perhaps they didn’t view her in that light.  
Conflict resolution approach. Antoinette had an open mind when dealing with 
others as she realized that people often acted without thinking and said things that they 
didn’t intend to say. She was especially uncomfortable when people said she was wrong. 
She also needed to hear an apology if she felt she was wronged by another person. Even 
though Antoinette struggled to feel validated, she was a very important part of the 
ministry. 
Individual textural-structural description. I used both the noema and the noetic 
of Antoinette’s experiences together to capture the phenomena she experienced. Her 
views of her identity and conflict resolution approaches are depicted below. 
Identity. As Antoinette provided her responses, three dominant themes emerged: 
1) she believed others thought less of her, 2) she found strength in God, and 3) she 
completed her tasks to the best of her abilities. Antoinette sometimes felt others thought 
less of her, especially “When people treat me a certain way or speak ill of me and it’s not 
true—sometimes it makes me want to act like that.” This caused to her question, “How 
do these people—how do people really see me?” She said that before she found God, she 
would respond negatively to them and later said, “but for the most part God has really 
helped me to be humble more than I would usually be in the world.” She found strength 
in Him [God] as she “rel[ied] on Him.” She stated, “I know I intercede a lot for the body 
in general” and “I’m focused, and doing my best at whatever it is I’m doing.”  
Conflict resolution approach. Two themes emerged for Antoinette: 1) she was 
often blamed for being wrong and 2) she had an open mind when she was in conflict. 
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Antoinette felt she was often “in the wrong” and tried to look at the situation from a 
third-party perspective to try to gain insight into the reasons others perceived her as being 
wrong most of the times. She tried to have an open mind as she remarked, “I’m trying to 
figure out how people are looking at it.” One unique aspect was that she expressed a 
strong dislike for being wrong, and not being apologized to.  Even though there was a 
sense of frustration when others didn’t admit to their mistakes or didn’t apologize, 
Antoinette didn’t hold this against the other party. Instead she preferred to let it go and 
walk away; as she said, “I’ll still accept them and I’ll try to move past the issue.” 
Micayla 
Individual textural description. Micayla’s textual description shows the 
verbatim examples from the transcript to capture the “what” of the message, which is the 
noema.  The noematic intentions are expressed vividly using her verbatim examples. 
Identity. Micayla said, “I see myself, uh, growing up, um—different,” and further 
commented that “Well, just growing up, um, in a Jamaican household—being different, 
uh, was very hard.” She insisted that “there’s more to me than what they taught me. Uh, I 
can look at every different cultures, I can look at every different religion. I could pull 
God out of it.” Besides distinguishing herself from others, Micayla said she experienced 
“rejection [because] as a child, I felt like I always had to fight . . . because I had nobody 
else to stand up for me.” She continued, “So I remember as a young child when I saw my 
family fight over little stuff—I teach my kids if you have it, you give it. Don’t ask for it 
back.” She strived to be an example to others, “With the high school girls, we had an 
open discussion on how to carry yourself as a woman.” Micayla saw herself making a big 
impact, “especially the youth [because] I see myself in them.” 
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Conflict resolution approach. Even though Micayla struggled growing up, she 
would “view it [conflict] as a necessary step to get to where I’m trying to go, allowing me 
to deal with conflict in a better way.” She stood firm as she said, “I can’t be moved by 
my emotions”—after all, “conflict, no matter where you go—it’s there.” She had enough 
encounters with conflict to know when to approach a conflict situation. As she put it, 
“Uh, I like—play it over in my head— you can walk in a room or be in a situation, you 
feel like something doesn’t feel right, or something.  . . .  I mean, when you’ve been 
through conflict so much throughout your life, you know when it’s gonna basically 
happen or something’s stirred up . . . so sometimes what I do is I play it out or I’ll reason 
with myself and be like, ‘Okay, if I do it this way, what are the possibilities of what can 
happen?’ You know, I reason. Or, I leave it alone.” When Micayla encountered a conflict 
that she was not able to handle she said, “I just gotta sometimes shut my mouth and um, 
leave it alone—and let Him [God] deal with it.” 
When asked about her impact in conflict management, Micayla said, “It’s very 
big—especially the youth. I see myself in them—so it’s easy for them to find comfort, or 
they can trust me more. So I would say, uh—they listen, because they know I’m not there 
to judge.” She further added, “We had an open discussion, and um, we talked about 
conflict and how two people should handle it, you know. The downfall [in conflict] is 
saying it to so many people—so by the time it gets to you, it could be entirely something 
different. So I tell the girls, it’s okay to go directly to that person, if needed, to express 
yourself without allowing those emotions just to build up. . . . Go to the source and don’t 
be so catty or immature about it.” 
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Individual structural description. Micayla’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Micayla had to struggle growing up so she made it a point of duty to 
change. She changed the cultural expectations and also instilled changes in her children. 
She didn’t want her children to treat others the way she was treated by her family. 
Micayla made a remarkable connection with the younger members, perhaps because she 
saw herself in them and knew how they felt. Her advice to them was to be both fair and 
mature so that they could hold themselves up as respectable young women. These young 
women seemed to learn a lot from Micayla, who continued to be an asset to the ministry. 
It seemed as if her experience motivated her to be better, not only for herself but also for 
future generations. 
Conflict resolution approach. As a fighter, Micayla looked at the optimistic side 
of conflict and used it to grow as an individual. She learned quite a lot from her 
experiences. She knew how to gauge the situation—to know when to step in or when to 
leave it up to God. Micayla seemed contented with the results after making her decision, 
especially when she left it up to God. Even though she always had to fight, as she grew as 
a believer in God, she learned that He will always fight her battles. 
Individual textural-structural description. I used both the noema and the noetic 
of Micayla’s experiences together to capture the phenomena she experienced. Her views 
of her identity and conflict resolution approaches are depicted below. 
Identity. Gaining strength, learning experience and setting an example emerged as 
three strong themes throughout Micayla’s interview. Being a strong example was not 
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easy, but she found strength from her “relationship with God,” and her childhood 
experiences. Since her childhood experiences, she said, “I always have to fight.” She had 
a strong sense of self, as she was “aware of what I want to be like or what I don’t want to 
be like.” Initially, “I used to try to follow the crowd but it never worked—so I was just 
always that different child.”  
Conflict resolution approach. Three main themes emerged for Micayla: 1) 
Conflict was a learning experience, 2) she found resolution in God, 3) she adapted to 
party/situation, and 4) she persevered in spite of challenges. Conflict was a learning 
experience because, for Micayla, if “you don’t learn from it, you gonna still go through 
the same thing all over and all over and all over again. So for me not to go through it 
again, I have to go through it now. In whatever way God is molding me, basically—He’s 
molding me and breaking me to not be moved.” This perspective of learning in order to 
avoid the same test was unique, so conflict then became a lesson that she didn’t want to 
retake.  
As she was being molded, she believed that “the leadership role is definitely 
strengthening me, and . . .  allowing me to deal with conflict in a better way.” In addition, 
she also learned patience as she “waited for the right time.” Even though in this context 
she was referring to addressing conflict, this principle could be applied to any area of her 
life. She also learned how to pass on some valuable information to the younger 
generation.” As Micayla puts it, “we [younger generation and she] talked about conflict 
and how two people should handle it.” 
All these experiences have molded Micayla into the person she had become. In 
spite of her struggles growing up, she used that information to teach the younger 
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generation wisdom. Her experiences were not only a teaching tool, but they were also 
used to establish connections with those who looked up to her. 
Ann 
Individual textural description. Ann’s textual description shows the verbatim 
examples from the transcript to capture the “what” of the message, which is the noema.  
The noematic intentions are expressed vividly using her verbatim examples. 
Identity. As Ann reflected on her life, she concluded that “the errors that I’ve 
struggled [with] as a child growing up and, um, events in my life have caused me to build 
confidence in myself.” She reflected on how she “dealt with abuse for like six years” and 
how it has “beaten me down to lose my confidence” but after getting out of the situation 
she was able to “build it [confidence] back up.” She had survived several storms, 
including “depression,” “[being taken] away from family,” and then she said, “I just find 
myself in my car at a stoplight just crying, crying, and just asking God just give me my 
happy back.  . . .  I told myself from that day forth, I will not allow anybody to bring me 
to that level [again] and I will also use it to help others to get to the level that they need to 
get to.” Not only had Ann survived many life experiences and learned from them, but she 
had also learned from her conflict encounters. 
Conflict resolution approach. For Ann, “conflict, it goes in many ways. Conflict 
can be misunderstanding, conflict can be not agreeing with something—you both not 
agreeing.  . . .  It doesn’t have to be violent.” When asked what factors affected how she 
addressed conflict, Ann said, “The way things can come off. The way we verbalize it, our 
actions, and our deeds towards it can affect how conflict was handled—even in the way 
we communicate—it all depends on perception. For example, ‘I can be very nice and 
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calm and everything to a person but at the same time that person can be offended, even if 
I came calmly—so it depends on their view and their environment.” Ann also added that 
“The area . . . or the setting…who’s in the room” can affect how a conflict is addressed 
so she cautioned that “you have to be very careful with that.” Ann recalled, “my 
experience with conflict as a leader teaches me and I learn from it when I engage in it, 
whether it’s in church or in my job—because at my job I’m a leader so I have to lead by 
example.” Ann not only engaged in conflict, but she also managed it as well. 
For Ann, one of the mistakes a third-party intervener made was “addressing just 
one side—because you’re not hearing the next person so you really don’t know exactly 
what was really said.” She cautioned, “You got to remain neutral . . .  you’re on both 
sides. Parties should feel that you are really defending both sides and you have to weigh 
the situation,” and be careful not to forget “to listen to both parties before you can make a 
judgment.” 
Individual structural description. Ann’s structural description explains the 
“how” of the “what” was experienced. Husserl refers to this as the noetic aspect, where I 
applied imaginative variation to help to understand her experience. 
Identity. Ann had gone through many obstacles, including separation from her 
family but God brought her through it all. She used her life experiences to propel her 
forward and to encourage women who have been in her situation. Ann seemed resilient as 
she was able to overcome the setbacks she experienced in life. 
Conflict resolution approach. Ann realized that in conflict resolution, the way 
one communicates could affect the way a message is interpreted. Even if one had good 
intentions, it could be viewed negatively depending on the other person’s environment 
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and their expectation of what acceptable communication sounds like. Even when she 
tried to speak softly, it could be perceived as aggressive. It could be that her strong vocal 
qualities intimidated others, or perhaps they didn’t understand how she communicated so 
it was interpreted incorrectly. After surviving so many obstacles, it was not surprising 
that Ann had an assertive demeanor. She wanted to empower—not intimidate others, 
especially because she was in that position. She tried to be fair, even in mediating 
conflict. For Ann, both parties should be acknowledged equally. 
Individual textural-structural description. I used both the noema and the noetic 
of Ann’s experiences together to capture the phenomena she experienced. Her views of 
her identity and conflict resolution approaches are depicted below. 
Identity. The two main themes that emerged in Ann’s responses: 1) confidence 
and 2) being an example to others. Ann reflected on her experiences, the people she was 
surrounded by and how they helped her to develop confidence. Ann affirmed that “we are 
beautiful—we’re beautifully created and for someone to tear that creation down—no! I 
wouldn’t tell anybody to accept it [being intimidated].” She saw herself as a role model, 
adding, and “I’m someone that they [the members] can look up to. Ann was happy to 
overcome and be with her family again. 
Conflict resolution approach. Three main themes emerged in Ann’s responses: 1) 
Ann had a broad perspective on conflict, 2) she believed that the perception of conflict is 
based on the other party, and 3) listening is an important skill to use when in conflict. 
Ann believed people reacted to conflict based on the tone, context and overall approach. 
As she made reference to personal past experiences that contributed to how she viewed 
herself and resolved conflict, she admitted that conflict didn’t have to be violent since it 
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came in so many different forms, “Conflict, it goes in many forms . . .  it doesn’t have to 
be violent.” Regardless of the forms of conflict, Ann believed “one of the greatest things 
in conflicts is to make sure you can listen. You have to be able to listen to both parties 
before you can make a judgment.” 
Composite Structural Description 
Identity. It is noteworthy to mention that only one individual identified 
themselves as a Christian throughout the entirety of the interview. The term ‘Christian’ 
was scarcely used by all the other participants; instead, they spoke about their faith 
primarily from a personal connection with Him. For this group of leaders, their 
relationship with God goes beyond religion to personification of a Higher Being. Their 
desire to live peaceably with others goes beyond conforming to the requirements of the 
organization to a much more meaningful motive, which is to access God. Besides their 
connection with God, participants identified themselves through the service they provide 
to others; a few mentioned the importance of being compassionate and discussed the role 
that other people in their environment played in shaping who they have become.  
All 22 participants provided service through supporting the Senior Pastor, being a 
role model, encouraging/motivating members, establishing better connection, and 
submitting to others. Three of the 22 individuals wanted to maximize their value in the 
organization by being more involved. Four of the 22 participants made reference to their 
environment as an important influence in how they view themselves. Two participants 
emphasized that family had a greater role in shaping their identity rather than religion—
both participants mentioned that their family was the one that introduced them to religion 
but family stood out as the primary influence. Overall, the identity of this population is 
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shaped by their faith and connection with God, service and compassion towards others, 
and personal growth through adversities and their conflict experiences. 
Conflict resolution approach. The leaders of Rhema Word Ministries 
International try to resolve conflict with others because they value their relationship with 
God. They acknowledge that they cannot connect with God if they have unresolved 
issues with someone else. The leaders’ view of themselves directly impacts how they 
decide to resolve conflict. While seven of the 22 are willing to face conflict head on, 
seven of the 22 would also rather avoid conflict. The individuals who preferred to avoid 
conflict had different approaches. Five participants would rather stay away or withdraw 
from the conflict, but two participants would rather take it a step further and walk away, 
which meant that relationships would be dissolved. Besides direct confrontation and 
avoidance, there were other responses to conflict, for example: getting facts, adapting to 
party/situation, applying Biblical principles, communicating effectively, getting help 
from others and mediating disagreements. When the conflict is beyond what leaders can 
handle, they ask another leader or ask God intervene. Whether they ask another leader or 
God depends on the situation, the severity of the conflict, and the relationship they have 
with the other party in dispute. Not everyone had the opportunity to manage conflict as a 
third-party intervener, but for those who did found that using the Bible was an effective 
tool as they played the role of mediator. After applying these tools, conflict is then 
reflected upon and is often used as a learning experience. Other tools include using 
stories, empathizing, and looking at the situation with an open mind. These are all tools in 
the mediators’ toolkit but when asked about their mediation background, none of the 
participants had any formal training. Many of the participants have been through tough 
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times, but they ultimately see it as a way to help others, or they reflect on how far they 
have come. There appears to be a willingness to provide service and a genuine care for 
others around them, even in the face of conflict.  
Moustakas’ modification of Van Kaam’s seven-step design, with composite 
structural description, gives a complete description of each individual’s experience of the 
phenomenon as well as a composite reflection of all 22 participants. This section will 
expand on each category (core theme) in much greater detail to give a full description of 
the composite experience. For the identity component, there are a total of four categories 
with three to six subcategories. For the conflict resolution approach, there are six 
categories and each category has two to seven subcategories. The categories and 
subcategories for both the identity aspect and conflict resolution approach was initially 
presented in step three. The themes of each individual are quantified in this section; 
however, these figures should not be used to determine the intensity of each interview. 
Rather, these figures suggest the number of themes that emerged from each respondent. 
Some individuals experience more than one subcategory; for example, one individual 
may experience both connection and purpose in God. This result in overlaps within each 
category, therefore the sum of the subcategories will not be equivalent to the total 
identified for that particular category. Each category will be addressed one at a time, with 
its subsequent subdivisions. The number of participants who experienced those themes 
will be placed in parenthesis, followed by examples, then a discussion. 
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Categories for Identities 
Category 1: Exercising Faith in God (14/22) 
Of the 22 participants, 14 expressed that their identity is influenced by exercising 
their faith in God. The following subthemes emerged from this category: connecting with 
God, finding strength in God, and discovering purpose in God. Most of the participants in 
this category, a total of eight pointed to their purpose in God; eight reflected on their 
strength in Him; and six discussed their connection to Him. Two to three examples of 
these eight individuals will be highlighted in the following subcategories. 
Subcategory: Discovering purpose in God (8/22). Eight of the 22 participants 
expressed that they have a purpose to fulfill the mission that God called them to do. This 
purpose was a significant part of how they identified themselves. Words like “privilege,” 
“potential,” and “successful” suggested that they were honored to represent the kingdom 
of God. Below are verbatim examples of how participants viewed their purpose in God. 
Example 1: Elizabeth spoke with conviction as she said, “I believe my faith is a 
foundation of who I am. My belief system is grounded on God. I believe God 
purposefully created me. He gave me a purpose—and every day I live, I live with a 
purpose mindset. So everything I do, say, or even think is towards that ultimate goal 
fulfillment and that’s really what shapes my identity. I am identified by being a purpose-
driven individual. I want to make sure that whatever I do pleases God. My faith is that I 
believe that God created me. My faith is I believe that He saved me—and again not only 
the creation but the saving that there is something invaluable in me—even on days when 
I would think negatively. I am quick to make a shift to believe that all things are going to 
work out for the good because I am not accidentally made.”  
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Example 2: Zoey remarked, “I was never easily influenced by my peers. I never 
really conformed to peer-pressure. So, even though it was not the norm as a teenager to 
dress that way, I didn’t care because I just loved my experience with God. And, recently, 
um—when I say recently, I, I would say in the last six/seven years—I got into, um, a 
brand new ministry that looked at God differently. And so, the way I view myself 
through Him is different. Now I can wear nice clothes and it’s my obligation to do so 
because I’m a representative of the Kingdom. I’m not doing it because—you know—I 
worry about what people think about me. I’m doing it because I realize that I have to 
represent Christ in such a way that people will know that I am the child of the King. You 
don’t have to be stressed out . . . so I embrace all these new things and I have grown as a 
person. It’s like I’m coming into my purpose—what God has planned for my life, and the 
possibilities are endless from here. I view myself based on God’s plans for my life, so 
now that I see that the possibilities are endless.”  
Example 3: Tony reflected, “I mean, I’ve kind of learned over time to be patient 
and learned to be long suffering, and learned to forgive others, and learned to just, you 
know, walk in love and just see that we’re here for a higher purpose, not just temporal 
and not just—you know, getting our own ways, but we’re here for a higher purpose. The 
higher purpose is just—you know— to do the will of God [to do] His will for your life as 
an individual. And that’s why we’re here—that’s why He gave us life, He gave us time, 
energy, resources, talent, you know, we’re here to serve God and to serve mankind.”  
These eight individuals who found purpose in God expressed a convicted belief 
that there was more to their life than the routine. While speaking to the participants, I 
understood that they thought beyond the temporal things they saw. Whether that purpose 
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was “to intercede a lot for the body in general,” to “bring people closer to God,” to help 
“one soul get saved” etc., these individuals seem fulfilled as they tried to carry out theird 
their purpose. Participants not only found purpose in God, but they also found strength in 
Him. 
Subcategory: Finding strength in God (8/22). God has been the source of 
strength for these Jamaican leaders. Eight of the participants found that a part of their 
identity was shaped by finding strength in God as they learned to trust in Him. While a 
total of 10 spoke about strength in God in some capacity, eight individuals shared 
experiences that reflected that their identity was shaped by the fortitude they found in 
God. Words like “energy,” “propel,” and “standing ground” were used; extended 
examples for three of the eight participants are found below. 
Example 1: Cynthia is convicted that “There must be something that wakes me up 
in the morning—something that made all of this that I am. Something that—that force, 
that being, that energy, whatever—but, that’s what I found and I call that being—my 
God. So, therefore, just like when anyone does anything for you and you feel you should 
be grateful . . .  I feel grateful to my God because He wakes me up in the morning. I can 
talk to him—we have a relationship, we can relate—He responds. And, um, and that’s 
how he affects me. Eh-, that’s always a factor, because He’s who I look up to—the 
being—my God. When I need help, when I need sustenance—He [God] is my main 
person. Even now—living in Florida, I don’t really have any family here. I have my 
church family, I have friends, but I don’t really have any relatives . . . . So, God is the 
main factor.”  
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Example 2: Ann recalled, “I went through a season of depression. I was missing 
something and I couldn’t understand what it was and just out of the blue—one day I just 
found myself in my car at a stop light just crying, crying, and just asking God just give 
me my happy back. So, that day I don’t know what came over me but I just broke down 
and I told myself from that day forth, I will not allow anybody to bring me to that level 
and I will also use it to help others to get to the level that they need to get to.” 
Example 3: Tony spoke with conviction, “You have to stand your ground—you 
have to know what you believe—and what, you know, what you hold dear to. And you 
know, there are certain things that you can—you cannot pretty much give up. You have 
to take a stand for something or else you’ll fall for anything. So, there comes a time when 
you’re gonna have to know what you believe and what your purpose is—what your goals 
in life and what your worldview are—and what you want to stand for—and if conflict 
arise, you gonna have to stand on your principles and your core beliefs and traditions.” 
These examples illustrate that God was their sustaining factor. These participants’ 
lives depended on having faith in Him. Of the eight participants, four of them indicated 
that they were at very low points in their lives, as reflected in the first two narratives 
above. God redeemed them from being destitute; the other participants, even though they 
weren’t destitute, still relied on God as they found strength and confidence in Him. As 
they looked to God for both their purpose and strength, participants also experienced a 
strong relationship with Him. 
Subcategory: Connecting with God (6/22). The connection to God was 
personal; one that was sought after. Words like “seeking” and “guide me” show that the 
relationship they built was a personal and authentic one; one that was not contrived. A 
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total of nine individuals discussed their connection with God but only six participants 
spoke about their identities through the connection they had with God. Although only six 
participants explicitly discussed their connection with God, the lived experiences of the 
other participants suggested that God was an important factor in their lives. The examples 
below give some insight into the relationship that some of the participants developed. 
Example 1: Cynthia stated, “Cause, um, my relationship with God is not 
necessarily somebody preach and say, ‘Hey, there is a God, read your Bible.’ . . . No, my 
relationship is first seen, first observing the things around me, the people around me, and 
then asking myself questions, ‘How? Why? When? Where? How? Then I went seeking.’ 
So, it’s not just what it gives, but it’s what I seek and found out. It’s something—I don’t 
know how to say it. It’s something that I urge for  . . . I don’t care for all this [comfort]—
this comfort that I have is mostly for my children. Once I’m alive and I can wake up, I 
am happy. This joy that I have is something that I’ve gained over a number of years, by 
having nothing. So, it doesn’t matter if He [God] gives me nothing. It’s just that I seek for 
Him and I [have] found Him and we’ve built that relationship.” 
Example 2:  Anthony said, “When I say religion I like to say the term spirituality 
because I don’t like the term [religion], I don’t really. I say religion because that’s what 
we’re all used to saying—but I believe in more spirituality and a connection to an 
experience with God or who you believe this God to be—and for me I believe in Jesus 
Christ and that’s who shape my life, my life after and . . . guide me throughout life. So, I 
would say spirituality, experience with God through prayer, fasting, reading the Bible and 
stuff like that.”  
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Participants found that their relationship with God grew when they sought after 
Him, especially as He guided them. They seemed to value the connection they have with 
God and tried to maintain it. This connection appeared to be a part of their lifestyle, and 
they tried to make a conscientious effort to keep the relationship ongoing. After speaking 
with these participants it appeared that this meaningful relationship they have with God 
provided an in-depth dimension to their lives and for some, personal growth. 
Category 2: Building Personal Development (10/22) 
Ten of the 16 participants who experienced a greater awareness of self/personal 
growth attributed this to their identity. Five individuals had a greater self-awareness, six 
persevered in spite of challenges, and four expressed their proclivity towards an open-
mind frame. The following statements are examples of how participants gained a greater 
understanding/knowledge of self. 
Subcategory: Having greater self-awareness (5/22). A total of five leaders 
expressed that they had a greater self-awareness. Five of the 10 leaders addressed how 
their identity was influenced, but the other two examples were idiosyncratic conflict 
resolution approach themes; therefore, it was not included in the conflict subcategory. 
The participant in one of the conflict resolution examples said, “It changed me. It 
changed the way I viewed things,” and in the other example, there was an awareness of 
one’s resolve to remain calm in spite of conflict. Three examples of participants’ 
understanding of their value as it relates to their identity are noted below. 
Example 1: As Ann reflected, “I had to search for myself. I had to search [for] 
who I am. My errors—the errors that I’ve struggled [with] as a child growing up and um, 
events in my life has caused me to build confidence in myself—as well as people that I 
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look up to—role models helped me to build my own confidence. My abuse was the 
biggest thing that caused me to lose confidence . . . I want to use it to help others to build 
their confidence and to know that that [abuse] is not something to accept. We should 
never accept it—whether male or female—because we are [all] beautiful. We’re 
beautifully created and for someone to tear that creation down—no! I wouldn’t tell 
anybody to accept it [being intimidated].”  
Example 2: Colette recalled, “I was once in a relationship before I got married, 
and that really did change my life. When I was in that relationship, the person did attempt 
to—the person was in church. The person did attempt to—while we were both in church. 
I think everything happens for a reason because—at that time I had an extremely low 
self-esteem and I got to realize who I [emphasis] was.” 
 Example 3: Micayla pondered, “I used to try to follow the crowd but it never 
worked—so I was just always that different child. I can remember being five [or] six 
years old, you know, [and] women are always supposed to bring food—or the child had 
to do it, but no matter what—I never could put pieces together as to, ‘Okay, if I’m going 
to school all day, and I’m tired, and he has been home, why do I got to serve him [father] 
food?’” 
These examples reflect having a greater understanding of one’s worth. Not all the 
participants in this category experienced oppression or victimization but these were the 
most striking examples. Other examples pointed to having a greater understanding of self 
as a believer of God where the participant believed that “you’re able to walk in 
authority.” Others point to a strong foundation, for example “certain morals.” Not only 
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was growth experienced through a greater understanding of self, but some participants 
also experienced growth as they persevered through challenges.  
Subcategory: Persevering in spite of challenges (6/22). A total of ten 
individuals persevered in spite of challenges, which represents the total of those who 
addressed their identities and conflict resolution approaches. Six of the ten were framed 
within the context of the individuals’ identities. Only two of the six examples for 
identities are detailed, and both are shown below. 
Example 1: Jeremy was concerned as he remarked, “When I look at what’s going 
on in the world right now with the violence, police brutality and what’s going on—it 
makes me wonder—because even though I was raised to, respect authority . . . I have to 
still know stuff happens. It makes me look back—should I probably just disregard all 
those things altogether? But then based on the way I was raised, I will look back and say, 
‘No, I can’t really do that because I have to still stand up for who I am.’” 
Example 2: Anthony recalled, “I think through—you know, how my family is—
we’re used to going through tough times and we’re used to— you know—that okay this 
happened, let’s make a decision. ‘How can it benefit me in the future?’ So, that was a 
point in my life where I had to make a decision . . . so that’s—you know—a fork in the 
road for me.” 
These examples reflect how they endured hardship, whether it was challenging 
environments or other circumstances. In spite of the situation, they resolved to press 
forward and overcame the obstacle. As Vickerman (2007) mentioned, Jamaicans often 
endure economic hardship. In addition to persevering, some participants were also open-
minded. 
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Subcategory: Being open-minded (4/22). Of the six individuals who expressed 
that they had an open-mind, four related to how these leaders identified themselves. 
There were a couple factors that attributed to being open-minded: organizational 
influence and one’s character, as the examples below indicate. 
Example 1: Catherine recalled, “When I went to college, I became a part of the 
‘pre’ clubs, the pre-dental or the premedical club, and I took on roles of leadership and 
then taking on those roles of leadership—it helps you in terms of growth and 
development. I’m not close-minded where I push my values or beliefs on others. I am 
open to your beliefs, and I’m open to your values also. I would hope in return that the 
other person would also be open to my beliefs and my values.”  
Example 2: Micayla expressed, “Realizing it’s just—there is more [to me] than 
just being a child of two Jamaican parents. There’s more to me than what they taught me. 
Uh, I can look at every different cu-cultures, I can look at every different religion. I could 
pull God out of it. You know? Uh, realizing that we’re all one—regardless. It’s not just, 
‘You’re Jamaican,’ you know, ‘You eat curry chicken and rice.’ Well, I like sushi, too. 
You know? I like every culture.”  
Example 3: Tony stated, “You know, I’m thankful that I have an open mind and 
I’m not so stuck in—you know—people get stuck based on the way they were taught, the 
way they were raised.” 
These examples show that these participants were willing to look beyond what 
was taught to them. They were willing to embrace different lens of looking at the world 
or particular situations. There was an element of acceptance towards different ideas 
instead of a dogmatic approach. With this element of flexibility, it made it easier to reach 
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out to others, particularly if there were fundamental differences of beliefs, attitudes, or 
values. 
Category 3: Providing Service to Others (22/22) 
All 22 participants indicated that they gave service to others in one or more of 
several ways: 15 mentioned being a mentor/role model, 13 expressed support for the 
pastor/ministry, six mentioned they motivated members, five collaborated on the same 
team, four tried to establish better connections, and three wanted to maximize their value 
in service. Below are two to three examples for each of the six subcategories. 
Subcategory: Being mentor/role model (15/22). A total of 15 individuals 
expressed that they saw themselves as a role model to others. The term “role model” may 
not necessarily be used but words such as “people do look up to me,” “being an 
example,” and “I see myself impacting the younger kids” suggest that these individuals 
desired to guide the other members, particularly the youths. Three of the 15 examples are 
shown below. 
Example 1: Jessica reflected, “My value there in the ministry—a lot of people 
look up to me because I have been saved for years. I’ve gotten saved since I was younger 
so once other new members come in, they see me there. They see what I do, so they look 
up to me as a role model. So, I think I am very invaluable there in that vein. I love the 
young people a lot as I said before. They look up to me, not only spiritually, but I mean 
physically—things I do on a day-to-day basis. Not only things I do in the church, but also 
my business and [the] different things that I do. . . I had people coming up to me saying 
how they look up to me [chuckle] and to me it meant a lot to me cause—back where I 
came from, I didn’t have a lot of people who took young people in like that. It was like—
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every man for themselves . . . I do like to lead young people in the right direction and 
want to see better for them. I want them to get where they are going in life. I mean if it’s 
business that they want to start [I want to] help them with that—if it’s a book they want 
to write, if it’s ministry that they have within them, I want to help them to bring that 
forth, and not for them to go down a path that is not right for them. So for them to look 
up to me with what I am doing—it is inspiring me knowing that I am helping somebody 
else.” 
Example 2: Zoey exclaimed, “You know! I want them [people] to also see an 
example that, ‘Yes, you can be successful’ and ‘Yes, you can, you can give and not worry 
that you’re going to go broke.’ Because, I think people are worried that if they give to the 
church, then they’re going to have less money to eat or less money for bills. But, I hope 
that through my lifestyle, they’ll be able to have confidence in God—through my 
testimony—that God can do so much more than the little that we give unto Him.” 
Example 3: For Michael, “Being an example—that’s the main one. You know, 
umm, helping out when the church needs it, whether financially and umm, you know, 
give like a helping hand around the building. My responsibility as—let me give you an 
example with tithing and stuff like that. I think that’s the main role of a leader—bringing 
people in, taking people under your wings, doing stuff that kinda helps them. I am there 
to help. I think just kinda being a mentor to the saints—you know—helping them with 
anything they need help with. Being useful—just kind of being there.” 
The most frequently mentioned subcategory was being a mentor/role model to the 
members, especially to the youths. Of the 15 participants in this subcategory, nine 
mentioned they want to make a positive impact on the youths. These leaders not only 
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wanted to be an example in words, but also in deeds. Specific examples pointed to 
tithing, being a mentor, and building a business. There was a “can-do” attitude and 
assertiveness, and they moved towards their goals. Beyond being a role model and 
mentor, some leaders also took on the responsibility of supporting the Senior Pastor, 
Apostle S. Constancia Daley. 
Subcategory: Supporting the pastor/ministry (13/22). One of the most 
important responsibilities in any ministry is supporting the pastor. All 13 individuals who 
indicated some level of commitment towards the pastor/ministry saw their identities in 
light of providing this service. Their support entailed general help as one of the members 
was “there to assist in every way;” another member believed she should “find work to 
do,” and others were a little more specific, for example making sure that the “place is 
clean, people are greeted.” More detailed examples of supporting the pastor/ 
vision/ministry is found below. 
Example 1: Jeremy asserted, “I view myself as a strong leader, behind the 
Apostle. You know, you may not see me, um, being active all the time or whatever, but 
I’m there just in case she wants help [or] whatever the case may be. So 
 . . . I stay in the back burner. . . . [I’m] supposed to be able to assist with everything that 
happens. So I think it’s very valuable . . .  even though I’m on the back burner. I’m of 
value because if she’s not capable of doing stuff then I know I’m there to assist in every 
way. As an assistant you have to also carry the teachings and you have to allow all the 
standards to be there because the leader may not be around. The leader is not going to be 
around 24/7 so if the leader is not there and you are there—you have to, you still have to 
allow the standards to be maintained, so it’s just as important.”  
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Example 2: Zoey remarked, “I think that as a leader I should set an example for 
other people. But, also, I should make sure that I’m carrying my weight. The pastor can’t 
do everything; it’s the responsibility for the leaders to support the pastor. And, I have to 
find work to do. I have to find ways to be helpful. I have to find ways to be supportive. 
Right now, I am a Sunday school teacher and I help to support the pastor, uh, in terms of 
if she needs anything I try to do what I can.”  
Example 3: Juan reasoned, “The spirit man in me wanting to see things get 
done—wanting to see things done right—I guess that would naturally lead me to become 
an usher—to start off [and] to be able to be the ‘eyes’ and ‘ears.’ because that’s what 
ushers do—we’re operating—making sure that the place is clean, people are greeted, 
people are seated, establishing and managing some form of order in the church. You 
know—when somebody is walking while Apostle is reading scripture, the usher should 
say, ‘Hey, you can’t move right now out of respect for the Word.’ So, I think deep down 
in my spirit wanting to see order—it led me to say ‘Hey, I am an usher.’”  
Supporting the pastor/ministry came in various forms, such as providing pastoral 
care, completing one’s assignment, and supporting the vision. These roles included but 
were not limited to preaching, completing administrative functions, fulfilling 
responsibilities of role, and contributing financially to the organization. Six out of 22 
addressed completing the assignment, while 4/22 spoke about supporting the Pastor in 
her role. In addition to supporting the pastor, the members also received support through 
encouragement and motivation. 
Subcategory: Motivating members (6/22). A total of nine individuals from the 
identities and conflict resolution approaches themes expressed that they motivated the 
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members, with a total of six connecting to their sense of identities. Words like “I’m very 
sociable,” “I will give service and I smile,” “give them a hug,” and “pray for each other” 
suggest that encouragement took different forms, whether verbal or nonverbal. The 
following examples express in more detail different ways leaders motivated the members. 
Example 1: Eva recalled, “I do a lot of graphic design and video editing. Try to 
get people to come on board. Um, and they’re just kind of like ‘Mmm, ahh, I don't 
know,’ or, uh, other things cause them not to be able to. Sometimes they are willing, and 
sometimes it’s just they don’t have the time, or they don’t think that they can do it. They 
think that what I do is really high quality, and they’ll just be like ‘Nah, I can’t, I can’t do 
it. I’m also a singer, and sometimes when I ask other people, ‘You know, you should do a 
song,’ especially, um, with kids because I deal mostly with teenagers. They’ll be like, 
‘Ahh, no.’ Maybe they’re just not confident or something. But, I think they can, I think 
they should try,’ or, if they say to me ‘Oh, I, I don’t know if I can have that,’ ‘Man, you 
don’t even know.’ When it was my turn, I felt like I couldn’t do it and I would tell them 
stories like how I would—sometimes I would go to sing and I’d just be like shaking, I’m 
surprised the mic didn’t drop out of my hand. Or, I started a song wrong [laughed]. I was 
gonna start a song, and it—like, the piano player played something and I just started the 
wrong song.” 
Example 2: As Anthony mentioned, “One of the things the team could come 
together and say, ‘Hey, listen, go help sister so and so, go help brother so and so.’ Most 
people won’t deny help, but there’s also people out there that don’t, that want to get the 
praise or whatever, so they’ll want to do it on themselves or but, you could always offer 
your help or send two people who are leaders, ‘Hey, listen, could you go help brother so 
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and so mow the grass. It’s hot.’ You know, or, ‘Help sister so and so do this.’ You can 
always send them help and—that’s one thing Apostle’s big on—if you can’t do it, find 
two people that can and that are willing to do it. You could always ask somebody. There 
are a lot of people in church who aren’t leaders and they want to get involved, but they 
feel like they can’t since they’re not a leader—so then it’s up to the leaders [to invite 
them]. Say, ‘Hey listen—’ and people appreciate that stuff too, especially a newcomer. 
‘Oh, Pastor Joseph called me; he asked me if I could help.’ People like to be a part 
because now they’re part of that community. So, I think as a leader we almost have to 
extend that olive branch out to say, ‘Listen, could you come by and help out?’”  
Example 3: As Tony puts it in perspective he noted, “You know, we’re all leaders 
so, you know—people around you that interact with you—we all influence them in some 
way—whether we smile, greet them, shake their hand, give them a hug—you know, pray 
. . . we all influence them in some way. We have an impact . . . you know it’s felt—just 
leading here, being in service, being with each other, and strengthen one another.” 
The six participants in this subcategory motivated others willingly. They strived 
to ensure that others felt welcomed, connected, and supported. Without that form of 
motivation, the members might not have been inclined to stay. As a leader, they believed 
it was their responsibility to embrace and continue to show love towards others. As noted 
above, motivation may come in different forms, for example: a smile, a hug, a greeting, 
uplifting words, and prayer. 
Subcategory: Collaborating as a team (5/22). In this category, a total of five 
individuals expressed the importance of working as a team to accomplish a task. This 
teamwork effort was not trying to solve a problem, as reflected in the conflict resolution 
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approach; rather, it was a means of providing service to others. Two examples of this 
kind of teamwork are shown below. 
Example 1: As Eva said, “It made me want to know others’ opinions, and it made 
me value them more. . . . When I first started I was only 18, and I think I’ve matured a lot 
since then. Understanding what people want— how they would like it done, and then 
how to work better as a team with somebody—because a lot of the things, I couldn’t do 
on my own. I had to wait on other people; I had to get their advice on it.” 
Example 2: Juan reflected, “Rhema’s objective, which eventually is God’s 
objective, is to save souls by ministering to people in various ways. We have to move as 
a unit. Everybody has to be on the same page, and I feel if it is not I am going to say it 
and I am going to talk about it. We’re going to have that dialogue.”  
For all five participants, there is an effort to get a particular task accomplished. 
Leaders seemed to be accountable to each other as they carried out a specific purpose. In 
addition to serving others through teamwork, there was also a willingness to establish 
better connection with others. 
Subcategory: Establishing better connections (4/22). Four individuals 
expressed a desire to establish better connection with others. Participants used both 
factual and hypothetical examples to show how they would reach out to others. Three 
examples from this subcategory are shown below. 
Example 1: As Jessica stated, “I think spending time with someone is the best 
way of getting to know someone, and not having negative thoughts of the person. If— if I 
went to bowling with you and I said, ‘Oh, Davina is a really jolly person,’ the next time 
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somebody come to me and say something about you I can say, ‘No! She is not like that, 
because I know her!’ You understand what I am saying?” 
Example 2: As Colette recalled, “Usually what I try to do before I moved is— 
once a month every Sunday— Rick, Tia, my husband and I, we’d invite somebody over 
for dinner or we try to do something together.” 
Example 3: Eva noted, “I have a lot of responsibilities, so I can’t always interact 
with people. I can’t interact with everybody one-on-one and get to know everybody one-
on-one. But, at the same time, it’s my job to have a general idea of all of the people that 
attend my church. I need to know them, even if I don’t know their name.” 
Four participants indicated a need to get to know the members. This seems to 
extend beyond exchanging pleasantries to having a personal connection with them. For 
each participant, the level of knowing the members was different. Eva wanted to 
understand their personalities so that she would know how to interact with them, and they 
would still feel embraced, even if she didn’t recall their name. Jessica also wanted to 
learn about their personal nature, and she is willing to hang out with them to really get to 
know who they are. Colette took it to another level by inviting them into their home. The 
fourth participant, not mentioned above expressed the importance of “calling outside of 
service, you know interacting with them.” This approach was likely to help others feel a 
part of the organization—like a family.  
Subcategory: Desiring to maximize value (3/22). Not all the participants felt 
satisfied with the service they were providing. Three participants felt that their 
value/potential were not being maximized. All three expressed a desire to be more active 
in the ministry. Below are examples of these sentiments. 
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Example 1: Andrew reasoned, “I’m driven by the things I do. You understand 
me? Basically you can’t come and sit down and warm bench. That’s not what the Lord 
put me in for. You understand me? So if I feel like I’m sitting down, I’m wasting time, 
I’m idle, and the devil find work for the idle . . .  I’m not getting anything to do, I’m not 
doing what I’m supposed to do.” 
Example 2: Marianne stated, “I believe that I’m not accessing my total value right 
now in ministry just because [of] my other schedule, my work schedule. It’s hard for me 
to actually be in church because of my schedule. So I’m trying to be more available but I 
also feel like I provide value. I’m a team player. I feel like my attitude is positive towards 
the ministry and I will do anything that, you know, I am asked of.” 
Example 3: Zoey expressed, “Well, I feel that I have value to the ministry not 
only because I’m a consistent tither—because honestly, I believe if I stop paying tithes, 
God would send 10 other people to pay tithes—so, it’s not just about supporting the 
church financially. But, it’s also about my willingness to be used by God in whatever he 
wants me to do—the only thing is, I have to make sure that I’m doing it 100 percent. 
And, honestly, sometimes I feel like I drop the ball a lot of times.” 
Three participants felt that they were not used to their full potential. Andrew’s 
response reflected the level of frustration he experienced when he was not able to work to 
his full capacity. The other three individuals did not express frustration to the same 
degree as Andrew did, but they still expressed a desire to work and indicated they lacked 
a sense of fulfillment. What separates Andrew from the other participants is that the other 
three were not denied the opportunity to participate. Even though they reluctantly chose 
to remain inactive because of circumstances, at least they had the option to choose. It is 
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possible that even though Andrew feels he is ready to be more involved, the senior 
leaders sees room for improvement before he assume a higher leadership role. Perhaps at 
a later date Andrew will have opportunities to complete additional tasks and fulfill his 
role.  
Category 4: Societal influences (11/22) 
Eleven of the 22 participants indicated that societal influences impacted how they 
viewed their identity. Three individuals mentioned that they embraced family, four said 
that environmental culture played a role, and five said that they were affected by others. 
Below are two to three examples for each of the subcategories. 
Subcategory: Embracing family (3/22). Of the three individuals who said that 
they embraced family, two of them said that family had a greater impact than religion. 
Two of the examples are seen below. 
Example 1: Julia affirmed, “I would say my family. Not that church is not 
involved—you know, but I say my family, because, uh, you know—my mom taught me 
that you need to be somebody in society—not just waste away. You need to be 
responsible, you need to know who you’re going to become. You just need to be 
responsible in society.” 
Example 2: Anthony noted, “Um, not necessarily a two-parent home, mother or 
father, cause I grew up as in a single-family home—my mom being the dominant in 
charge. So, family first and then I would say religion because my mother introduced me 
to religion and together that, you know, kind of shaped me—who I am today.” 
For these two individuals, family was the most important influence, and both 
seemed to have strong relationships with the family members. Their families have helped 
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to shape them into the leaders they have become. Since the family is the first institution 
in society, the roots of these individuals were firmly planted by the foundation their 
family has set.  
Subcategory: Being shaped by environmental culture (4/22). The 
environmental factors included ones’ neighborhood, in addition to the broader cultural 
context. I looked at all the references to the environment in light of their identities, and 
have provided two examples of the environmental factors below.  
Example 1: Juan believed that, “A part of what can help to shape you, or even 
destroy you—is where you come from, what you have experienced, your environment, 
and how you were raised—what you have experienced can help to shape your identity.” 
Example 2: Cynthia reflected, “So, I think my culture played a role in who I have 
become. When I was younger, our parents were strict. I couldn’t stay up late at nights, I 
couldn’t curse foul language, and I couldn’t disrespect my elders. In my culture you are 
taught manners.” 
In three of the four examples, the participants spoke about the environment they 
were raised in, referring to a broader cultural context and more specifically the 
neighborhood they were raised in. One participant spoke about the environment in light 
of the current events within the country. As he puts it, “[with] what’s going on in the 
world right now, with everything that’s taking place, it makes you look at things 
differently. It sometimes can make you think of who you are, or how you were raised.” 
Subcategory: Being affected by others (5/22). All five of the 22 individuals 
looked at themselves based on how others view them, whether positive or negative. In 
some cases when nothing is spoken, the participants interpreted that as a negative 
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response. The three verbatim examples below show how they viewed themselves in light 
of others. 
Example 1: Elizabeth sees it this way, “I believe that other people see me highly, 
[they] see me how I see myself because if you see it any other way, then you’ve already 
devalued yourself. If you think somebody devalued you, you’re internalizing what you 
think they are seeing.” 
Example 2: Eva pondered, “Sometimes I don’t think I have any [impact] because 
no one has said anything. I deal with mostly teenagers and children, and I know that they 
look up to me but—in terms of persons that are senior to me, I don’t think I have much 
impact. Maybe just because they’re senior to me—nobody’s ever said anything, so I don't 
really know— like if you don’t say it, how am I supposed to know?” Especially if you’re 
over me, or if you’re older than me, because it’s not always, you don’t always have to 
inspire somebody that’s directly beneath you.” 
Example 3: Andrew contemplated, “When your ideas are dismissed, you tend to 
don’t want to get involved in anything. You don’t want to listen—you just shut down. 
Something’s going on—you’re neither here nor there. Sometimes I don’t even know how 
others feel about me.” 
There were five individuals who expressed this sentiment. After reviewing all five 
themes, it became clear that their view of themselves was contingent on what others said 
to them, or how others treated them. The last two examples reflect that they were unsure 
of their value because no one informed them, so for these individuals verbal affirmation 
was important to validate whether or not they felt invaluable.  
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Categories for Conflict Resolution Approaches 
Category 1: Solving Problems (12/22) 
Twelve participants saw conflict as an opportunity to solve problems.  This means 
that more than half of them were optimistic about the conflict experiences they have had. 
This theme was broken into three subthemes: 1) opening doors for conversation, 2) 
allowing parties to determine solution, and 3) collaborating as a team. Five individuals 
believed conflict could open door for conversation; five individuals believed that the 
parties determined the solution, and six individuals believed in collaborating as a team. It 
is important to note that these participants did not think that conflict automatically 
resulted in problem-solving, but it presented the opportunity to reap these benefits. This 
means they had an open-mind frame that a resolution was possible. These sentiments 
were expressed in the following statements: Eva noted, “Well, sometimes you can get to 
a better outcome than how things were before. For example, if things are going the way 
that you intend them to go, and then a conflict arises . . .  by brainstorming you can solve 
the problem.” Julia said “Conflict can be good, it can be bad. It’s how you deal with it, 
right? Again there is always a solution to a conflict. It’s just how you as an individual 
deal with it. And again  . . . um, as a Christian and as a sinner, the conflict is dealt with 
differently, but again it all boils down to how the individual deals with conflict—whether 
you’re going to deal with it positively or negatively. It all depends.” Chris said, “So when 
we both saw that we were on the same side, trying to work, uh—to fix this bigger 
problem but just had different views on it we began to be more open and we began to 
communicate better. In communicating better, it actually made the whole situation, um—
the problem got totally resolved. He called me and asked me—you know—to do stuff 
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and I could agree with him and—it was cool, totally cool.” Three extended examples 
from each subcategory are shown below. 
Subcategory: Opening doors for conversation (5/22). Five participants viewed 
conflict as an opportunity to discuss a problem. For these individuals, when a conflict 
arose it meant an underlying issue had been brought to light so this awareness makes 
room for a discussion to solve the problem. Below are three extended examples that 
reflect this sentiment. 
 Example 1: Cynthia said, “They [teachers] teach us to find the root of the 
problem and not to be on anyone’s side—but to find the root and to make a solution. So, 
conflict to me is sometimes good and sometimes bad. Conflict can mean that, um, it can 
help you to—to find the root of the problem. Because most times when the conflict 
occurs, it’s when the problem is out of control. So, sometimes it’s good when a problem 
gets out of control so you know how to solve it. You know—so, um, if you can find what 
the problem is, then the conflict will be mostly good to me—because then if you have an 
issue, you [would] know what to do. And then you can—sometimes, like in an 
organization—when you find what the problem is, then your problem make that person a 
better person, or you make the situation better—or the service better just by fixing the 
conflict. Now, if you can’t fix the conflict, then you just have to get rid of the problem—
because a prolonged negative can’t help anything . . . it’s going to cause damage.”  
Example 2: Chris mentioned, “From dealing with conflict . . . at the end of the 
day, it goes back to—do we want to reach a resolution to this problem? There has to be a 
problem in order for you to have a conflict . . . it usually starts from a problem—and 
there cannot be a solution to that problem or the conflict if we’re not willing to agree.”  
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Example 3: Eva notes, “Well, sometimes you can get to a better outcome than 
how things were before. For example, if things are going the way that you intend them to 
go, and then a conflict arises . . .  by brainstorming you can solve the problem.” 
All five participants communicated the message that conflict made room to 
discuss a particular issue. This means that some underlying issues were not evident until 
the conflict erupted, then the situation was brought to light. Another means of solving 
problems was contingent on the willingness of the parties to resolve the conflict, which is 
addressed in the next subcategory.  
Subcategory: Allowing parties to determine solution (5/22). Five participants 
believed that the outcome of the conflict depended on the parties involved in the conflict. 
Below are three examples to illustrate this perspective. 
Example 1: Chris said, “If the person is willing, it [conflict] will help the person 
to express what they actually want or how they might feel about the situation or subject 
and—if the parties that are involved are willing, they would be able to talk it out 
amicably and come up with a decision that can be better for everybody—you know. 
Some conflicts are negative because they don’t resolve anything . . . . It goes back to the 
party—whoever is involved in the conflict and if they’re not willing to talk about [it] or 
have a solution to the problem then the conflict is useless. So I think, uh, conflict is 
positive when the parties involved are willing to come to a solution to the problem . . . 
conflict is bad when we choose not to come up with a solution—when we just choose to 
ignore it and we just want to have our own way.” 
Example 2: Julia remarked that “conflict is—I look at conflict as two persons 
having a disagreement—it can be good and it can be bad, right? Uh, you should be able 
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to work out conflict . . . Sometimes it doesn’t work that way, but you should be able to 
work out your conflicts. It all depends on the persons involved and the situation.  . . .  If 
there are two persons having a disagreement and one of the persons are not—you know—
trying to make it work or trying to solve it—then there will always be conflict—because 
one is trying to get it solved and the other is not trying to get it solved. So you will 
always have conflict right there. Once there’s a conflict, there must be a solution. Right? 
If one of the parties doesn’t want to come to a solution, then the solution cannot be there. 
There is a solution—but again, it all has to do with whoever is involved in the conflict.”  
Example 3: Zoey expressed, “Well, I think about conflict—um, in terms of an 
opportunity for growth. I used to think of conflict as being very bad. I hated conflict. I, I 
wanted nothing to do with it because when I was growing up—when people had conflict 
they shouted and they yelled. And, they shouted as loudly as possible, to make sure that 
they got their point across. So I hated conflict because of the contention and all the 
aggravation that went with it. . . . But, after getting another insight into what conflict can 
be, I realized conflict is not so bad after all because conflict is basically two people who 
have different opinions. We come from different cultural backgrounds. We’re not gonna 
see the world the same way. We have different outlooks on life. So, of course—we’re 
gonna see the world differently, and of course—we may not always share the same goals 
or purpose—so, that’s why we have conflict. The important thing is how you deal with it. 
And, based on how you address conflict, that’s going to determine if it’s positive or 
negative. It all depends on who is involved.”  
All five participants expressed the same sentiment that conflict depended on the 
willingness of the individuals in the conflict. If the individuals were willing to address the 
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conflict and worked on a mutually satisfying solution, then the conflict was a positive 
experience, especially if it brought about some needed change. Conflict also provided an 
opportunity to collaborate as a team. 
Subcategory: Collaborating as a team (6/22). Six individuals believed that 
conflict provided the opportunity to work together. They believed that when individuals 
worked together, the probability of solving the problem increased. Three examples from 
the six participants indicated this sentiment.  
Example 1: Stewart said, “As the body of Christ, we’re—I believe we’re 
supposed to work together to um, not only create a more harmonious uh, environment, 
but—you get more things done when we agree than when we disagree. . . .  If I am 
supposed to be the right hand, and you’re supposed to be the left hand, yes—we’re two 
different hands; however, we can come together and move a box or help a person up. 
Now granted, I’m the right hand; you’re the left hand, so we’re two different orientations. 
But, if we work together, we can get something done, instead of the right hand fighting 
against the left hand [and saying] ‘No, I’m not going to help you because you think 
you’re better than me.’”  
Example 2: Marianne recalled a situation where they had to work together, “so I 
think we were texting back and forth and basically others just started volunteering to 
bring things instead of putting the burden on one person. I mean it was quite frustrating 
that they didn’t know it was their week [to set up dinner for the meeting], they thought it 
was someone else’s week—but anyway, I feel like I stepped up and others did too . . . we 
all started saying, ‘Oh, we’ll bring something, we’ll bring something,’ I felt like the 
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conflict was basically resolved because we set up the food duty that night and we kind of 
filled in for the other person that they didn’t know it was their week.” 
Example 3: Chris said, “I remember one Sunday morning it got really bad because 
I was already doing something—and he came in late. He weren’t prepared—and the kind 
of response that I got from him was that he wasn’t gonna go along with what I was 
saying. . . Afterwards when we both saw that we were both on the same side—trying to 
fix this bigger problem but just had different views on it—we began to be more open and 
we began to communicate better. In communicating better it actually made the whole 
situation—um, the problem got totally resolved. He called me and asked me—you 
know—to do stuff and I could agree with him, and it was cool, totally cool.”  
These three examples represents the five participants who felt that conflict 
ushered them to work together to resolve it. This sentiment seems to mirror what the 
Bible says about being one body, and working together to get the job accomplished. 
Applying Biblical principles will be discussed later under the category, “Strategies for 
Effective Conflict Resolution.” The next category looks at how conflict propelled the 
members to exercise their faith in God. 
Category 2: Exercising Faith in God (9/22) 
Of the 22 participants, 18 reported exercising their faith in God, whether through 
conflict or identity experiences. Nine of the 18 participants exercised faith through a 
conflict experience, which resulted in a deeper connection with God, reliance on Him for 
their source of strength, and dependence on Him to resolve their conflict. Three 
participants experienced connecting with God, three participants experienced finding 
strength in God and five experienced discovering resolution in God. 
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Subcategory: Connecting with God (3/22). For three of the participants, 
resolving conflict is important because they want to maintain that connection with Him. 
This means that they couldn’t be angry with the other party for a long time; they had to 
forgive quickly so that they could freely enter God’s presence. These three examples 
below reflect how participants feel about their connection with God. 
Example 1: Chris said, “the closer people get in ministry; um, the more you’re 
gonna go through. The closer you get to people that are anointed or in ministry, pastors or 
upper or senior leadership, is the more you’re gonna get attacked, you know. So my 
friends stay, stay small because everyone can’t handle the fire that comes with being 
around a leader or being around somebody of impact—you know. I was very upset when 
the person [other party] made the decision—[they] didn’t tell me about it—[and they 
should’ve] because the decision inadvertently affected me. So it brought about a conflict 
between us because I couldn’t understand how this person was my close friend but yet he 
couldn’t tell me. But then, uh, I was mad for a couple of weeks—around a week, I 
couldn’t be mad [for] more than a week. I was mad for a week and yet again for me it 
always goes back to the Holy Ghost and what the Lord wants . . . at the end of the day I 
don’t like staying mad. I do not like to stay mad. I’m a happy-go-lucky kind of guy who 
likes my joy, who likes my peace, who loves Jesus. And Jesus will not be around me if I 
keep up with conflict or don’t resolve issues. Cause when I go to His presence that’s the 
first thing He’s gonna bring before me—you get what I’m saying?” 
Example 2: As Jessica puts it, “We deal with the spiritual realm and with the 
spiritual realm—if I am not talking to you, how can I say that I am a spiritual being? If I 
have any malice, it goes against the Word that we are supposed to be practicing—if I am 
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upset with you and not talking to you, ‘How can I worship a God who says to forgive?’ I 
say we would have to fix it in order for us to have God come in and flow freely.” 
Example 3: Zoey puts it this way, “If someone does something to me and, um, it’s 
contrary to what I expected, or, or what the word of God says, then I’ll know to stay far 
from the person. But—at the same time, I don’t want to malice them. I don’t want to have 
anything against them in my heart. I want know that when I pray, I can reach God. I don’t 
want Him to say, ‘No, go back and make peace with that person first, and then you come 
to Me.’”  
These participants had a personal relationship with God, and they were concerned 
that conflict could impede that relationship. So for the three participants in this 
subcategory, they had to solve conflict because they wanted to reach God when they 
prayed. While some participants thought about their conflict resolution skills in relation 
to their connection to God, others exercised their faith in Him by finding strength. 
Subcategory: Finding strength in God (3/22). Three participants looked to God 
to sustain them as they experienced conflict. There were situations that were stressful or 
negative, but as they looked to God, they found the strength to get through their 
circumstances. 
Example 1: Elizabeth reflected, “We’ve experienced church splits, um, and I think 
that for me was one of the hardest things to deal with because my intention at any time as 
I train leaders is—for them to take the ministry to another level  and to push the ministry 
beyond the members it already has. So I never at any time intended to keep people boxed 
in or locked in. But to me—having people leave prematurely made me internalize that 
they feel boxed in. And I think the first thing that really hit me was, umm, is this me? Is 
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this my doing? Or should I say my undoing? So, with the conflict I had to deal with . . . I 
thought it was me. How could this have been avoided? Um, what role did I play in 
getting to this point? Was I blind? Did I not read the signs properly? Or when I read the 
signs did I, umm—did I react differently? Maybe I should have reacted one way but I 
reacted the other way? Umm, it took me a while to realize that some things will happen 
regardless and that, uh, again—all things work together for good. So I’ve become—since 
then I think I’ve become stronger in God. I’m more resolved that in spite of what comes 
or goes. I am called to do what I am called to do and if I do it with 50 people or if I do it 
with 100 people or if I do it with 1, I’ll still do it. That’s my new resolve. And it’s been a 
few years now since it’s happened and I’m better for it. It was good that I was afflicted as 
David says—because I learned the statues of the Lord.” 
Example 2: Tony reflected, “Some things you don’t really forget that easily—you 
know—but you know, as time go by you will forget it because you don’t want to hold 
onto any sorrow or anything negative. Once you—you stay with the Lord and you 
continue to trust God, He will lead you and you don’t have to remember the hurt, the past 
and the sorrow. He will lead you into green pastures and [beside the] still waters. He will 
make a way for you—where you will be able to see the bright side at the end of the 
tunnel.” 
For these participants, God had been their sustaining factor as they dealt with 
conflict. It might have seemed overwhelming otherwise but they were able to endure 
because they rested in God. Besides looking to God for strength, some participants 
looked to God to resolve their conflict. 
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Subcategory: Discovering resolution in God (5/22). A few of the participants 
found that some conflict situations were too difficult to handle, so they looked to God. 
Five participants recalled when they depended on God to resolve their conflicts. 
Examples of these experiences are shown below. 
Example 1: Julia disclosed, “I’m in a situation now with someone. She backed out 
and hit my car. She was shocked, I was shocked. I told her to—you know, ‘Let’s 
exchange insurances and get this fixed.’ But she said, ‘No!’ She said she would pay for 
the damage, because it’s not going to cost that much, right? So of course, I said ‘Okay’ 
I’m going to take her at her word. She didn’t fix it and now I’m upset. She wants to sit 
down in mediation with her family. I really don’t want that. I want her to fix my car. But 
as a Christian, I’m going to leave it in the hands of the Lord. If she doesn’t fix the car—
you know—there’s nothing that I can do. I have to fix it myself. I’m not going to malice 
her. If I see her, I’m going to say ‘hi’ and ‘bye.’ But I leave it in God’s hand.”  
 Example 2: Micayla recalled, “If you don’t learn from it [conflict], you gonna go 
through the same thing all over and all over and all over again. So . . .  I have to go 
through it [conflict]. In whatever way God is molding me . . .  He’s molding me and 
making me to not be moved. You know? So when conflict comes, I just gotta sometimes 
shut my mouth and, um, leave it alone—and let Him deal with it. You know. Honestly, I 
felt God took care of it. It wasn’t my place. It wasn’t for me to address—it was for me to 
get stronger.”  
 Example 3: Cynthia said, “I didn’t approach them because I didn’t want to 
interfere—because sometimes God works in mysterious ways. He works differently—and 
sometimes, if you go and interfere—you’ll mess up someone’s lesson. Maybe if I went to 
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that person, I might’ve gotten angry . . . and then that person probably was going to 
apologize, but—because I approached them angrily—they just didn’t bother. So, I try not 
to interfere with stuff. I try to make sure I hear from God, and sometimes get some 
confirmation about what I heard before I even speak. I’m learning how to hear God and 
not just solve the conflict how I think I should—but how God wants me to.”  
 These examples reflect the sentiments of the five individuals who expressed that 
they depended on God to solve their conflict. After reviewing each of the participants 
with this experience, it is evident that they depended on God when the situation was 
overwhelming or if they were not sure how to respond. Some participants looked to God 
for a resolution, and others also tried to be Christ-like by extending compassion towards 
others. 
Category 3: Demonstrating Compassion (17/22) 
All the participants with the exception of five demonstrated compassion in 
different ways: respecting others, embracing diversity, empathizing with others, and 
reaching out to others. These four subthemes emerged after coding a total of 48 themes in 
this category. As I reviewed all the responses under this theme, it was clear that they were 
all related to conflict experiences. It was remarkable that members genuinely cared for 
each other in spite of conflict encounters; unfortunately, sometimes this sense of caring 
might not have been evident to the other party. For example, as Jessica reflected on a 
conflict encounter, she summed up by saying, “If you think I didn’t really care about 
something, then I would apologize to you because I really do care.” On 12 occasions, the 
message of expressing concern did not get through to the other participant, whether 
because the message was misinterpreted or because they did not get a chance to tell the 
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other party. It was evident that there were times the leaders realized that the message of 
care didn’t get through to the other party, but how many times did the other party feel 
uncared for without the leaders knowing it? One thing is clear is that the leaders 
expressed a deep concern for others. Three extended examples of each subcategory 
illustrate how some of the participants felt during the phenomena. 
Subcategory: Respecting others (10/22). Ten individuals expressed the 
importance of respecting others even though they might have had a disagreement with 
someone else. They expressed that in order for the conflict to be resolved, it was 
important to respect others; some participants made specific reference that respect was 
needed on both sides in order to reach a resolution.  
Example 1: Chris remarked, “I had an issue with someone else; it was actually 
another leader in our church. It went back and forth because they didn’t want to do one 
thing. . . . I can’t stay mad at somebody for too long and with me once I’m done with it, I 
get it out my system I’m over it, I’m over it. And honestly we both came to a mutual 
amicable decision where I, you know, we, we apologize to each other. But we went to, 
we just came to a mutual agreement as Christians. I don’t know what happened but we 
just mutually recognized, ‘Okay, we’re on the same team, we’re working together,’ um, 
so the person started to, to respect me and where I was. But then I also respected him 
enough that I made sure—I intentionally made sure I communicated things to the person. 
And I made sure that I made the person feel that I was on their side because at the end of 
the day I really was, I was on the side of ‘Let’s make this work.’” 
 Example 2: Juan puts it this way, “Respect is key, regardless of what the issue 
may be. I have to—as a manager—as a person—I have to respect you as an individual. 
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Okay, I’ve been burned plenty of times by people. Regardless—you have to have some 
form of respect. You know—and when the respect is thrown out of the window, any 
opportunity of resolving that conflict goes out the window as well. That’s the common 
denominator— respect. . . . So when I speak to him [employee], there has to be a certain 
level of respect.”  
 Example 3: Michael says, “I think one of the most important things when it 
comes to conflict—even if you don’t agree with somebody, always respect their opinion 
and, um—I think that’s one good value—just kind of see where they are coming from, 
understand them. You don’t necessarily have to agree with them but don’t disrespect 
them. They say, ‘I think the sky is blue,’ [but] you think the sky is yellow. Just say, 
‘Okay, I see why you say the sky is yellow but based on this, this--the sky is blue.’ I 
mean, if you’re going to keep arguing that the sky is yellow, you know—just so that the 
conflict doesn’t progress into something worse—I would agree with them and say it’s 
yellow. When it comes to conflict, like I said, I’m not going to argue. I’m very—I try to 
stay very collected. You know—I try to stay calm. If we’re in an argument, I’m gonna let 
you say what you have to say. Like I’m going to try to understand where you are coming 
from but at the end of the day I just want you to understand where I am coming from too. 
When it comes to conflict, I respect all sides—you know—no matter how silly or stupid 
it might seem, I’m going to respect your opinion.”  
For the ten participants, respect was an important factor as they attempted to 
resolve their differences with others. One person asked for clarity because she wanted to 
ensure that she was communicating respect. Another person said that everyone’s voice is 
important, and another said that even if you don’t understand their position, it should still 
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be respected. These are just a few examples of how respect takes various forms. The 
essence that emerged from all ten participants is that respect is an essential ingredient. 
Subcategory: Embracing Diversity (7/22). Seven participants believed that it 
was essential to accept diversity as they dealt with others, especially if they had conflict 
with them. This understanding could help to bring more tolerance as they engaged with 
other individuals with different beliefs, attitudes, and values. A lack of acceptance could 
lead to escalated issues. Below are three examples of how participants viewed conflict 
engagement with individuals of different beliefs. 
Example 1: Chris says, “Conflict is inevitable, um, because we are different as 
human beings—because we all have our own thoughts [and] our own ideas how we do 
things. Not everything that we do . . .  somebody else might [want to] do. And so, 
because we have our own ideas, our own feelings, our own, uh, way of doing things, 
um—we have our own will, then it’s almost inevitable that we’re going to have conflict 
because what I might like may not necessarily be what another person likes. What 
somebody else wants to do may not necessarily be what I want to do.”  
Example 2: Stewart remarked, “The more I deal with other people, the more I 
have to be an influence—I realize that—‘Okay, not everyone thinks the way I think—not 
everyone believes the same thing that I believe.’ So, there are things that I have to go 
back to the drawing board and say, ‘Okay, well, okay, they didn’t quite see it the way I 
saw it. What are the similarities? What are differences? What could’ve caused these 
differences?’ And just—try to restructure my mind to have a different outlook on another 
person’s perspective. So the next time I do present anything, I can keep that in 
perspective and say, ‘Okay, uh, maybe this may not work as A, but maybe an A minus.’” 
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Example 3: For Catherine, “In terms of the environment, your environment 
basically shape who you are as an adult, and it also shapes children. It’s almost like a 
model for how we grow and how we behave. Some environments will teach you how to 
be gentle, open-minded. Some environments are not that way. They teach you how to be 
close-minded. Your beliefs are your beliefs and that’s what you believe. When it comes 
to the way in which you address stuff, whether conflict or otherwise, you have to be 
open-minded in how you address it from that person’s environmental perspective. When I 
talk about demographics—we have people from various parts of this world. Everybody 
isn’t exposed to the same thing. People are exposed in different ways.”  
Conflict often erupted as a result of misunderstanding, so when the seven 
participants acknowledged that diverse views shaped how they responded to conflict; it 
opened up room for them to proceed with more compassion. Embracing diversity may 
help people to be more open, and embrace empathy. Even outside of diversity, 
empathizing in any situation helped the participants to become more compassionate as 
they viewed the situation from the other party’s perspective.  
Subcategory: Empathizing with others (7/22). Empathy, another subcategory, 
is shared by seven participants and three of the examples are shown below. These 
examples illustrate that empathy was a key ingredient as they resolved conflict with 
others. Putting themselves in the other person’s shoes helped them to see the conflict 
from a different perspective. 
Example 1: Juan said, “I am in a conflict and okay, bam! Now—I am in a 
leadership role because I am in upper management. Jake and I are partners. So, what do 
you do? Okay, well—now, at this point, you are no longer a supervisor to your 
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employees. Now, you are leveling it down where there is some understanding where they 
[employees] say, ‘Hey listen, we had a bit of a situation and I need you to bear with us 
while we get it resolved.’ Now I am showing empathy, there’s compassion—you know—
because the fact is—this can change a lot of things. . . . I can have everybody walk off the 
job and who’s going to man the contract? Me?! I was in that experience and it helped me 
become—I would say more understanding.” 
Example 2: Zoey recalled, “Even with having my baby—I used to criticize people 
with bad kids. I used to say, ‘Oh, this child is just so unruly! They’re all over the place. 
Ugh!’ But—now that I have my son, I empathize with them because I know exactly what 
it’s like to have a child who wants to have his own way. I don’t judge other people so 
easily—even when I am in a conflict with them. I think that’s why God allows us to go 
through trials—because, when we experience something, we can empathize with 
somebody who has that experience. But, if you don’t know what it’s like to be down that 
path, you can judge so quickly—and you’ll be wrong for it because later on down the 
road, you might be in that same position and you would react differently.”  
Example 3: Eva makes an effort to “try to really understand, um, what the other 
person is saying because if it was me, I would want the other person to know what I was 
saying. And even—I’ve frustrated people before because I didn’t understand what they 
were trying to say. And I would tell them, explain it better—or just like—tell me in a 
different way what you’re trying to say because I just—I didn’t get it the first time. I’m 
like . . . what’s the real problem? I try to think about it from the other person’s 
perspective, and then try to see a better way I can approach them.”  
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The empathy for most of the participants came from having an experience. One of 
the seven participants said that he was able to empathize after God allowed him to see the 
situation from the other person’s perspective. Another participant tried to imagine herself 
in the other person’s shoes to gain an understanding of where they were coming from. 
Some of the participants wanted to do more to help to resolve conflict. These examples 
are shared below.  
Subcategory: Desiring to reach out (5/22). Five individuals demonstrated 
compassion by reaching out to others. There was a sincere desire to do more to resolve 
their differences. In one case, the participant was unable to do anything because he was 
not able to locate the party he was in conflict with, as indicated in the first example 
below. In another case, the participant wanted to do more but it was unnecessary to do 
anything else because the conflict was already resolved, as indicated in example two. The 
other participants in this subcategory also expressed similar sentiments as they wanted to 
do more to resolve the conflict they were experiencing.  
Example 1: Stuart reflected, “Even though we were wrong, we never really 
reached out to him. This is a bother to me, because, um—not only from a school 
standpoint but just as a leader in church. . . . Even though we had conflicts with other 
people, the whole purpose of the ministry is that we want everyone to be saved—and 
even if that means putting aside my agenda just to make that person feel welcome. Since 
the church relocated, I have passed by because it’s still—it’s still a bother in my heart. I 
can still remember that day [sighed]. It’s still something in my heart that—you know, I 
just want to tell him, ‘I’m sorry.’ I passed by his house, but he’s no longer there.”  
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Example 2: Jessica recalls, “Sometimes I didn’t get to say enough of what I 
wanted to say. When I go home, I’m like, ‘Ah man, I should’ve said this, I should’ve 
used that situation.’ There are times I didn’t fully get to say fully what I wanted to say. 
Sometimes the conflict is resolved and I get over it before I could sit around and explain. 
The wife met with me. I had so much I wanted to say and she was there crying. We just 
got over it and I say, ‘Okay, forget it.’ We moved on.” 
Example 3: Marianne reminisced, “Yeah, I have to admit—whoever I’m in 
conflict with, I always make sure that they’re happy too with the result. Like, I’m not just 
doing what I want to be done in the conflict because—truly I didn’t want to go back to 
work, you know. I wanted to stay home with the kids—stay home with the kids longer. 
But I had to get that going—you know—and I wanted to make my husband happy. We 
weren’t at that point financially—you know—I also wanted to please him [husband].” 
There were a few occasions where participants wanted to do more after the 
conflict occurred. In Jessica’s case, she was willing to move past the fact that she didn’t 
get to do as much as she wanted to do, but Stuart still yearned to reach out to the other 
party. One explanation for this difference is that Jessica had a chance to get closure as she 
was able to apologize, but Stuart didn’t get the chance to do so. The other participants in 
this subcategory expressed that they reached out to others by considering others’ 
weaknesses, and going the extra mile to make peace. Not only did participants reach out 
to others and expressed compassion, but some participants grew in the process.  
Category 4: Building Personal Development (12/22) 
Participants expressed that they gained a greater awareness of self through their 
conflict experiences. Forty-six themes were generated in this category, which was further 
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broken down into four subthemes: developing an open mind, experiencing growth 
through learning, persevering in spite of challenges, and gaining a greater understanding 
of self. Nine extended examples, three from each subdivision, are presented below to 
capture how their experiences helped them to build personal development. 
Subcategory: Being open-minded (4/22). Four individuals resolved to have an 
open mind, especially as they engaged in conflict. In the first example, Stuart decided to 
rely on faith as he opened his mind to ideas that he didn’t think would work, but 
eventually did. For Michael, honesty and open-mindedness went hand in hand, as 
illustrated in the second example. He believed that to be open-minded, there must be 
elements of truth. In the third example, Antoinette tried to look at the conflict from the 
other person’s perspective to see if she might have been wrong. 
Example 1: Stuart reflected, “There have been incidences where, uh, I guess I 
would have a one track mind, and yes, that would’ve caused a conflict between certain 
groups or even between myself and another individual. As I said, I duly had to learn 
because, once they explained their point of view, I realized my error and I’m like, ‘Okay, 
well it’s not so different from what I was thinking.’” 
Example 2: Michael sees it this way, “I guess, being open-minded. I think that’s 
the biggest thing, you always want to see another person’s point of view to kind of 
understand why they feel the way they do. With being open-minded, um, you know, 
always be honest, you don’t want to lie—you don’t want to fabricate anything—you 
know just tell the truth.” 
Example 3: For Antoinette, “I look at it from a third party lens looking in at the 
situation. That would help me to know if I was wrong—and if I was wrong, I would let 
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them know I was wrong and I would say, ‘I’m sorry.’—And also, I just try to have an 
open mind when conflict arise because I know that when people get upset, they don’t 
think—they just act.” 
The propensity of the four individuals to have an open mind resulted from faith, 
empathy, their experiences, and their personality. In some cases it led to increased 
knowledge; in other cases, a more astute sense of self. Being open-minded helped the 
participants to be able to see things from a different perspective, which ultimately aided 
the resolution process. Not only were participants open-minded, but they also persevered 
in spite of challenges. 
Subcategory: Persevering in spite of challenges (5/22). The five participants in 
this subcategory persevered through their conflict situations. Micayla pressed through 
hardship in her childhood years, and Eva fought through a circumstance at school. All the 
participants in this subcategory had some challenges they had to overcome. 
Example 1: Micayla recalled, “Well, growing up, I could never depend on 
anybody to help me. You know, my mom and my aunt used to fight . . . they would 
always have conflict. They always had to go around each other’s back. I never 
understood why they had to fight so much. And it was not just my aunts and my uncles—
it was my grandfather and my mother, my grandmother and the other sisters. . . . So, uh, 
you know how it is with money . . . So if- if I lend you a dollar, they were always—they 
were always like, ‘You owe me—You said you was gonna pay me on Monday. You 
should pay me on Monday.’” 
Example 2: Eva noted that, “I recently became a part of an organization at school. 
I took the responsibility to return something . . . and the person was like, ‘I’m not gonna 
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pay for that,’ . . . so, the other person, they just got really mad. As I told you before, I 
struggle with these emotional things; I was ready to explain myself [laughed]. I had to 
kind of temper myself and be like ‘You know what! I’m gonna be the bigger person here. 
I’m not going to get involved in that—because it’s not gonna make me look good, and 
I’m new to the organization. I’ve done that before—just get angry at people and then, it 
just turns to like a big ol’ fight. Well, I don’t do that anymore.”  
Words like “attacking,” “struggle,” and “fight” captures the phenomena of 
persevering for these five individuals. Not only did some participants persevere in the 
face of challenges, but some of them in addition to others also developed character. 
Subcategory: Building character through learning (9/22). Nine individuals 
found that conflict experiences also taught valuable lessons, which built character. In 
Tony’s experience, conflict was as a means to get stronger. Cynthia recalled her 
experience as she conformed to the standard of the organization, and Eva shared how she 
became more mature. All the individuals in this subcategory learned lessons as they 
developed character in their conflict experiences. 
Example 1: Tony reflected, “Well, every conflict just makes me stronger. You 
know, there’s always a lesson to learn. There’s always growth. You know, they said you 
grow more when you’re in the valley, not when you’re on the mountaintop. You gather 
the strength to get on the mountaintop in the valley. So, when you’re going through the 
trials, the tribulation, the conflict, your sorrows and you know—that’s the opportunity, 
when you grow and you learn. If you go through a trying time and you learn nothing—
it’s like a waste. So I believe that once we go through a situation, it’s always a learning 
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experience for us to get that experience—so we can help others or we can understand 
others or forgive others whenever we see the same thing happening in them.”  
Example 2: Cynthia puts it this way, “When I started coming there [Rhema Word 
Ministries International], I was a new believer and I used to like wearing tight clothes and 
stuff like that. And they would be like, ‘You can’t wear those kinds of tight clothes’ 
[laughed]. And I would be like, ‘I want to wear my tight clothes; they’re all I have,’ 
[laughed], and nobody was buying me any bigger clothes. So, I was very rebellious, and 
um, they wouldn’t give me a break. I was like, ‘Why are these people stuck on me? Gosh, 
give me a break!’ That’s a conflict, to me because—well, you know, one person is saying 
one thing, another person’s saying another thing—but it’s a conflict because the 
organization has their set rules. The church has a standard that you have to live up to. So, 
I had to change my dressing [laughed]. It was—it was very hard. I still wanted to wear 
short, sexy clothes. When people were getting in the spirit, and I covered them, 
somebody else was covering me [laughed]. Uh, then I said, ‘Oh, now I understand!’ . . . 
So I had to change my dressing because it was necessary. . . .  I had to change. It’s just 
that it’s necessary to change—and it’s required of you to change it if you want to move to 
a different level.”  
Example 3: Eva contemplated, “I think it’s made me more mature. Dealing with 
people is not always easy, but it’s something I’ve had to learn. I thank God I’ve done it 
around people that I can consider my extended family—as opposed to being in a 
corporate setting, or in a secular job—um, people might not be so willing to be patient. . . 
.  People might not always be willing to come back and explain to you exactly what you 
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did wrong, or verbalize how they’re feeling. It’s a process—it’s like making wine, you 
get the slow aging process, so that it comes out better and refined.” 
Even though all nine participants yielded the benefit of stronger characters, the 
process was not easy. Words from different participants like “rebellious,” “negative 
experience,” “valley,” and “hurt” tells me that the experiences were not always pleasant, 
but their perspectives on the experiences were optimistic as they grew from them. Some 
of these participants experienced a strong sense of personal growth as a result of the 
challenges they overcame. Regardless of the process of becoming self-assured, they all 
shared the common resolve in knowing who they were. 
When conflict erupted, there was an opportunity to solve the problem. Some 
participants exercised their faith in God, others chose to be more compassionate towards 
the other person, and others learned about themselves through personal growth. To 
address the conflict in a constructive manner, these church leaders applied different 
strategies to achieve a desired outcome. 
Category 5: Strategies in Conflict Resolution (21/22) 
This category yielded 61 themes, the largest number from the six categories 
mentioned. These 61 themes were further broken down into seven subcategories: 
confronting the issue, getting specific facts, adapting to other party/situation, applying 
Biblical principles; using effective communication skills, getting help from others, and 
mediating disagreements. Many of these strategies seem to be effective, as the conflicts 
often get resolved. One of the strategies that seemed to work for the seven participants 
who decided to use it was confronting the issue. 
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Subcategory: Confronting the issue (7/22). Seven participants decided to 
address conflict head on. Anthony’s approach was going directly to the source, as 
indicated in the first example. He believed this approach would eliminate 
misunderstanding since the message wouldn’t be filtered through a third party. Cynthia 
also believed that she should confront the issue by asking direct questions, as illustrated 
in the second example below. In the third example, Juan also went directly to the person 
he was engaged in conflict with. All seven participants indicated that confronting the 
issue was an effective strategic approach. Verbatim examples of the three participants are 
seen below. 
Example 1: Anthony said, “I’m the type of person who automatically—I’m gonna 
go to the source. If I hear something is going on—I’m gonna say, ‘Who told you that?’ 
Then I’m gonna go to the person, ‘Hey, what’s going on?’ I’ll never approach anyone 
and say, ‘Hey, listen you—I heard you said this.’ I'm gonna say, ‘Look, was there a 
miscommunication the other day when we spoke.’ They would respond, ‘Did I not 
understand what we talked about?’ So, I’ll say, ‘Well, you know, we talked the other day, 
maybe I had a misunderstanding of what we talked about or something, but I heard that 
you said that, you know—is that what you thought?’ It’s a conflict—so I try not to let it 
escalate—where, ‘Oh, he said this or she said that’ because hearsay is the worst kind of 
conflict to have—so, if you go to a person directly and say, ‘Oh, I heard you said this 
about me.’ You’re going to be in a conflict, but if you go to a person and say, ‘Listen, 
when we met the other day was there a misunderstanding between us, because I thought 
that x, y, and z. Is that what you thought?’ ‘Oh, I thought it was a, b, and c. Oh, okay.’ 
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‘No. Well, when you said that I meant this.’ You have to address it, because if you leave 
it’s just going to fester and get bigger and bigger and bigger and bigger.”  
Example 2: Cynthia would ask, “‘What’s your problem? What’s your issue?’ 
They [would] probably say, ‘Oh, you know, I, I don’t want to talk about it right now,’ 
then I would say, ‘Okay—take some time, but you have to talk to me tomorrow.’ Because 
you know, some people have hurt, so you probably give them some time. If I said, ‘What 
happened?’ They might have said, ‘Hey, I have this problem, so and so and so’—then I 
would listen to the problem. If the person is—contributes meaningfully [laughed] you 
know, then I want to keep them because they’re a good asset. I said, ‘Okay, I’m going to 
send you to somewhere to get help.’ I always try to confront it some way, and find out 
what’s really causing the problem because that’s how I have to do it at work. I have to try 
and find out what’s causing the problem and see if I can be effective in solving it. That’s 
the only way I can do it—[see] what’s causing the problem by speaking to the person, by 
having some sort of confrontation—some sort of communication—because that’s the 
only way I can know what’s wrong with a person.”  
Example 3: Juan clarified, “Now, nothing was said to me directly but I heard 
through the grape vine and I noticed that she [another leader] was treating me a little 
differently. Usually she was warmer to me—but now she’s treating me a little differently, 
and I was wondering why—and this was my longtime friend, from back in the days. So, 
what do you do? I said, ‘I’m not going to be like other church members’ because I notice 
that, you know—people get finicky. I’ve seen where people leave church for like the 
most babiest things. I say, ‘Where’s the communication? When do you speak and resolve 
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an issue?’ So, I took it upon myself, and I went into the office and apologized—we spoke 
and our relationship is back to normal.” 
Although seven participants used a direct approach, they were respectful when 
they addressed the issue. They sought to understand the cause of the conflict directly 
from whom the conflict emanated or who was directly involved. This approach seemed 
very effective, as they were able to resolve the situation. Both Anthony and Juan not only 
used a direct approach, but they also wanted the other party to be specific as well. Both 
Chris and Stewart also shared the sentiment of being specific, for a total of four 
individuals in the following subcategory. 
Subcategory: Getting specific facts (4/22). There were four individuals who 
discussed the importance of being specific or getting facts. In the first example, Anthony 
emphasized that he liked dealing with facts. He believed that being specific would help 
the other person to be more understanding. In Juan’s experience, when the facts were 
mentioned, the other party understood. Chris recounted an example where only a part of 
the information was presented so the conflict couldn’t get resolved until all the facts were 
discussed. The statements from these participants are shown below. 
Example 1: Anthony said, “The biggest thing for me—how I handle conflict—
how I view it is . . . I always look at the facts of both sides and then make a determination 
through experiences in my life. What I deemed—you know is correct or how you would 
handle the situation like that. Um, ttssshhh—just my thing when it comes to conflict is—I 
like facts and another thing is—when two people disagree, I like to get an honest opinion 
from that person. For example, I don’t want you to tell me, ‘Oh, my uncle or my brother 
told me this.’ I want you to say, ‘Listen, do you think this is right?’ The number one thing 
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to me when you are making a decision or you’re in a conflict is fairness and also history.  
I majored in history in college—I like to go back and look at what happened in the past 
and how I came to this conclusion. I’m not just gonna say, ‘No, don’t turn the lights on 
because it’s wasting the light bill.’ I’m going to say, ‘Listen, in the past two years we 
spent over $400 that we didn’t need to because we left the lights on every night when we 
left the office, so how about we turn the lights off every night?’ And when you break 
something down like that to people usually say, ‘Okay, you’re right.’” 
Example 2: Juan explained, “So we’re in this situation where the director who 
oversees us was telling me that he did not want me to let go one of our employees who 
was causing a problem—attendance issues, and so on and so forth. So I simply told him 
the facts: ‘This is what is happening and [long pause] the officer is causing other 
employees to have issues with their family because they are not able to go home in time  . 
. . . guys were threatening to quit—now it’s causing interruption in our operations.’ So by 
speaking to him, he kinda understood.” 
Example 3: Chris spoke with conviction as he said, “I believe that if we are not 
willing to be honest—then a conflict cannot be fully resolved—and I’ve seen that even 
with children and with youth that if you’re not going to tell me the truth about the 
situation, then we can’t have a solution to the problem. You could tell me that, ‘Okay, he 
hit you,’ but then ‘What was the situation that involved him hitting you? Was it that you 
guys were playing around or he just came up to you?’ and—and here is the thing, 
especially when it comes to these kids and even adults—they’ll give you selective 
information. They don’t always like to give you the whole information so that the conflict 
can be resolved. And with certain conflicts it’s imperative that you get all the facts 
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because if you don’t get all facts then you could end up with the wrong conclusion. I have 
seen that even here at school where—students came and say, this student hit me. So they 
tell us enough to improve their point but they won’t tell us enough to come about a full 
conclusion to the problem. But they don’t wanna hear the truth, they just wanna know 
that I’ll punish the student. . . . They won’t tell you the whole truth.” 
The four individuals within this subcategory believed that being specific was 
critical to understanding the issue, making it easier to resolve the conflict. It is interesting 
to note that all the individuals in this subcategory were males. Tannen (1990) says that 
men engage in report-style conversation where they are focusing on the problem. This 
specific approach lines up with the report style that Tannen referenced when she 
conducted her research. Whereas only males used this approach, both males and females 
adapted to the party/situation, which will be discussed next. 
Subcategory: Adapting to the party/situation (14/22). Of the 22 individuals in 
the research study, 14 adapted to the party and/or situation. In the first example below, 
Jessica spoke about addressing conflict at the right time when the other party is calm. 
Jeremy also expressed a similar sentiment, as he argued that the conflict will not get 
resolved if everyone is agitated. Eva responded to conflict based on the seriousness of the 
issue. Below are three examples of the 14 participants who adapted to the party/situation 
when in conflict. 
Example 1: Jessica advises, “If you are going to address a conflict—don’t address 
it right away while the situation is heated. I say you give it time first. Go pray about it—
but don’t go to it while it’s heated cause you’re heated and the other person is heated—
it’s not going to make the situation better—it’s going to make it worse and then 
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everybody is going to walk away from that situation upset. So I say give it time, and then 
go and resolve it. Go to the person with a meek spirit and then let them know, ‘You 
stepped on my foot the other day and, I mean, you knew you stepped on my foot and you 
didn’t say anything [increased rate]. You didn’t apologize.’—and just deal with it then. 
You never know—the person could have said, ‘Oh, I am so sorry, I didn’t notice—I 
thought I stepped on something else—I didn’t know it was your foot and do apologize.’ 
So just go to the situation when everybody is calm. Don’t go at it when it is heated 
because it is not gonna end the way you want it to end—in a godly manner. Don’t give it 
years, don’t give it months—uh—one or two days I would say just to—for you to be 
upset and get over it because, in all honesty, you could be upset about something—and 
the other person is not upset. They didn’t even know they did you something—and 
you’re all upset, having a fit and they didn’t even know they upset you. So I mean, just a 
day or two—take a breather then go back to them about it. Because you don’t want to 
wait too long—cause then you’re waiting years and months and this is festering—it is 
hurting you and the other person doesn’t know that.”  
Example 2: Jeremy cautions, “If you’re steaming angry and the other person is 
also angry—nothing’s going to come out of that [laughed]—because both of you are 
angry in the situation. So you’re going to say your perspective and the other person’s 
saying his perspective and then nothing’s going to come out of it. So I think everything 
has to calm down first—that’ll be my rule. It could be a few minutes, a couple days, it all 
depends on the person and how that person can handle it. Maybe you may cool off in 
say—15 minutes while the other person cools off the next day—so I think it depends on 
the individual.” 
338 
 
Example 3: Eva says, “It [cooling off] depends on—it depends on the gravity of 
whatever it is. If it’s just something to do with, um, making a decision, then, I could kind 
of like, okay, give me a couple minutes, let me think about it, and I’ll come back to you. 
I’ll just come back to them later on that day, maybe a hour or two later, maybe there’s 
somebody outside we could talk to—get some advice from—and kind of clear up what 
I’m thinking, and then come back to them. If it’s something that’s really deeply personal, 
sometimes it could take me all day—even a week. I mean, usually, I don’t hold on to 
stuff that long.” 
Adapting to other party/situation was a dominant subcategory, yielding 14 
participants who embraced this belief. A part of adapting to the other party included 
understanding who they are and their propensities; for example, when Eva said, “what I 
know their personality to be like,” and when Stewart said, “I guess it depends on the 
personality or my, uh, experience with the people who are in conflict.” In addition, the 
parties look at the kind of relationship they have with the other individual. For example, 
Marianne stated, “family conflicts have been the major one, you know—just because I 
feel like you can express your feelings to family members,” and Jeremy stated, “It 
depends on how often you and the person speak.” An important aspect of adapting is 
gauging the time, knowing when to approach the party, as evidenced in all three 
examples above. This strategy of party adaptation seemed not only savvy, but also 
necessity since everyone processed conflict differently. As Cynthia put it, “[when] you 
have different people, you have to deal with things differently.” In addition, some 
participants also used Biblical principles. 
339 
 
Subcategory: Applying Biblical principles (8/22). Eight of the 22 participants 
expressed that they relied on the Bible to resolve their differences. Chris didn’t want the 
conflict to linger because he realized it would affect him in other ways. After careful 
reflection, Juan came to the conclusion that the Bible gives direction on how to handle 
conflict. Riley asked herself whether her actions will glorify God. She looked to the Bible 
for instructions on how to handle conflict because she wanted to please God. Below are 
verbatim examples of three of the nine participants in this subcategory. 
Example 1: Chris stated, “I follow Biblical values. I‘m not gonna lie and act like I 
like to follow Biblical values but they’re the ones that work best for dealing with issues. 
The Bible says that if you have an issue against your brother you’re supposed to make it 
right or find a way to fix the problem. Some problems are not fixable but at least I need to 
address them because if I don’t address them—what they do is they fester and they 
build—I’ve seen it on people. I’ve [also] seen it within myself personally, where if you 
don’t deal with certain things—and my wife will tell you that I can’t stay mad for long. I 
just get it off my chest [and] be done with it so I can move on. Some people like to ignore 
it—but if you ignore it, it eventually eats you away slowly. And uh, what I’ve seen in 
pastoral care—what I always tell the people who are not willing to resolve conflicts and 
are not willing to resolve things, or issues or disagreements that they have—[that] they 
are usually the ones who then turn out to become what the Bible would term to be the 
scornful. You know—they now begin to turn on people and then begin to, um, now lash 
out at people because they haven’t dealt with their own internal conflicts and or conflicts 
that they’ve had with others.”  
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 Example 2: Juan said, “You have to fall back with what the Word says . . .  I was 
dealing with a gentleman, who, umm…wasn’t really religious and he asked me about 
forgiveness, and I guess he had a situation where his wife cheated on him, and how do 
you forgive? I simply said to him—you know—haven’t you been forgiven for the things 
you’ve done wrong so wouldn’t it be fair for you to forgive someone else? It’s that 
simple. And the Bible talks about forgiveness. . . . You have to put it altogether to resolve 
the conflict amongst leaders in the church because there will be a day where we’re going 
to have heated conversations and everybody is going to have their perspective but—you 
just have to follow what the Word says. You know what I mean? The Word doesn’t give 
us direction about how to address conflict but then again it does!—and [the Word also 
tells us] how we should treat our brothers and sisters! Well, you know—that’s what I 
feel, and that’s what I am going to hold on to. But you know, I’ve got to read the Word 
and continue to study it so I can use it to address conflict within the house.”  
Example 3: Riley said, “I’ve learned over the years not to let my anger boil. So 
for me—as I said, I used the Biblical principles. I’ve always used the Bible to tame 
myself. I’ve never gone to a place where my anger was out of control where I needed 
days to deal with it because God would never make me sleep—so as a prophet I know 
better. I like to hear from God [laughed] so I have learned to not let my anger get to a 
place where I can’t function. I always use the Word to—umm—to calm myself and to 
see. I use it as my roadmap in everything I do. Umm—the Bible says that anger does not 
bring about the righteousness of God so I’ve always recite that to myself. Whenever I’m 
in a situation where it might result in conflict—I’ve always [try to] remember that anger 
doesn’t bring about the righteousness of God. How is this going to please God? And I’ve 
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always looked at my actions and how I respond to things. Umm—is this going to glorify 
God or is this going to benefit the person when I respond like this? Or is this going to just 
fester more? So I’ve always—I think, I use the Word as my checklist.”  
Of the eight participants who stated that they used the Bible to resolve their 
differences, only one admitted that he doesn’t always like following the Biblical 
principles but concluded that those principles really worked. The verbatim examples 
above revealed the various ways the Biblical principles can be applied. Not only did the 
Bible communicate how conflict should be resolved, but some participants witnessed that 
communicating effectively with each other can also aided in resolving conflicts, 
particularly when attentive listening was used. 
Subcategory: Using effective communication skills (12/22). Twelve 
participants discussed the importance of communication to handle conflict correctly. As 
seen in the first example, Jessica believed that the other party should be able to express 
themselves without any interruption. She was very methodical about what she said since 
the wrong message could lead to negative consequences. Riley believed one of the best 
tools in managing conflict was to listen in silence—not with the nodding of the head 
since she thinks they may interpret that as being patronizing. Ann believed it was critical 
to listen, especially before making judgements. 
Example 1: Jessica revealed, “If somebody has a conflict with me, I would sit 
down quietly and let them talk. I wouldn’t interrupt them.  Let them say what they want 
to say first. If I am interrupting them and I am trying to solve the problem while they are 
telling me what the problem is, that’s not diffusing it at all. That’s where it gets heated 
because they seem to be yelling—I am yelling—we are both trying to get over each other. 
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So who can hear who? Let them talk it out first from beginning to end and just before you 
speak—I always use this in my marriage—before you speak think about what you are 
going to say because if you say something, you can’t take it back because words do go a 
long way. Don’t just say anything because it can hurt someone else’s feelings. Think 
about what you want to say before you say it—so that’s what I do when there is conflict 
going on. Let them voice their opinion—say what you’re going to say making sure it’s 
not going to offend somebody because that is not resolving the conflict at all. That’s just 
making it worst. . . . So sit back, relax, hear what they got to say and think about what 
you got to say.”  
Example 2: Riley advocated, “Most times people just want somebody to listen, 
and hear them out. So I made the person—the child vent, and young people they are like 
that—they keep talking, then they calm down. Then I was able to speak and get across 
and find out what the situation was. I’d rather listen to people to hear them out and then I 
respond. That’s how I deal with it—listening is a very big factor because most people 
believe you’re not listening—then that will get them angrier and nothing gets resolved. 
At that point they don’t want to hear you anymore, because they believe you’re not 
listening. So for me, the best tool I’ve always used to deal with conflict or any kind of 
situation is to listen. Some people—you’re talking back—and I’ve seen this—you’re 
talking and nodding. They think you are not listening. You may be like, ‘uhh—okay—
hmmm,’ they think you are patronizing them so what I’ve learned to do is just be quiet, 
you talk, pour out your heart because I’m always listening, and they genuinely feel and 
know that I care about them. They can feel that. I think that—I’ve been told that, I just 
feel on you—you’re just so nice.”  
343 
 
Example 3: Ann stated, “My experience with conflict as a leader is—it teaches me 
and I learn from it when I engage in it, whether it’s in church or in my job—because at 
my job I’m a leader so I have to lead by example. So, conflict with other associates and 
as well as in the church teaches me how to approach things, um, on a different level and 
be able to listen. One of the greatest things in conflicts is to make sure you can listen. 
You have to be able to listen to both parties before you can make a judgment.”  
Of the twelve individuals in this category, seven focused on listening while the 
other five addressed appropriate tone. Since listening was such a significant portion of 
communicating effectively, the three examples above illustrated how participants employ 
effective listening. Although tone was mentioned, it was to a lesser degree; for example, 
Catherine stated that, “sometimes the tone of your voice alone can turn someone off.” It 
appears that most people in conflict want to be heard and feel heard. They want to feel 
validated, especially when they have a less powerful position, for example, a child or 
employee. Listening is an effective tool, but when the conflict is more than they can 
handle, leaders often seek help from others. 
Subcategory: Getting help from others (5/22). Five individuals in this 
subcategory discussed getting help from others. Riley believed that the matter should be 
brought to a senior leader if she was unable to handle the situation. Andrew believed that 
most times the person on the defense was wrong, but even in those cases he would get 
help from others. Jessica believed that a senior leader should address the situation if it 
was out of control. These examples are illustrated below. 
Example 1: Riley mentioned that “as a leader you are taught that if you can’t deal 
with something, you go to somebody above you. So that’s how we structure it—the youth 
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department and just leadership in church as a whole—that if there’s something that you 
as a leader are not able to address or to deal with, you [should] find another leader that is 
above you to handle the situation.” 
Example 2: As Andrew put it, “One person is saying as if they’re right and the 
other person, when they’re done talking sounds as if the other person is wrong and 
they’re right. But most times the person that is wrong act like they’re right, and they’re 
not right. You know, because they are being defensive—being defensive knowing that 
they’re wrong. And if you can’t deal with it you just leave it alone. Get somebody else to 
deal with it, who will understand more or who can deal with the problem more—because 
it’s not every problem you can deal with.” 
Example 3: Jessica stated, “You can take it to an elder.  That’s the position of an 
older person in the church, the person with more knowledge. So you take it to the elder, 
then if you can’t resolve it with the elder, that’s when you take it to the church. You 
would voice your opinion, and it’s just like a court—um—and everybody try to get the 
situation under control.” 
Only five participants mentioned getting help from others. When I probed further, 
Jessica admitted that she had never seen a case brought before the church openly but still 
accepted it as a method of resolving conflict if was not resolved between the parties. 
Even though only five church leaders admitted they sought help when the situation was 
out of control, more than half of them helped to mediate conflict. 
Subcategory: Mediating disagreements (12/22). Twelve leaders discussed 
mediation as a technique in resolving disputes. Anthony believed it was important to hear 
both sides of the situation. In addition to hearing both sides of the story, Tony believed 
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that face to face was the better approach. Whereas the leaders in the first two examples 
mediated when both parties were in the room, Riley mediated separately; the separation 
of the parties in Riley’s example resulted in a solution. 
Example 1: Anthony said, “My biggest thing is—when two people are having a 
disagreement or conflict and I’m on the outside looking in, the first thing I want to do 
is—hear both sides of the story. I always want to hear both sides of the story—and I feel 
like you need to get both parties in the room because then you can hear the truth. If you 
get a person on the phone telling you something, they might not be willing to tell the truth 
. . . when they’re together you can say, ‘No, I did not say that. I said this.’ But both 
parties should be called in  . . .  cause conflict is what it is—like I said, it’s just a 
disagreement or a failed understanding of what the other person wants. One person said, 
‘Oh, I thought you said this,’ then the other said, ‘No, oh no, I meant this.’ Then you’ll be 
able to resolve it . . . so, my thing is—get both of them together and calmly say, ‘Okay, 
what do you think happened? What do you think happened?’ Then go from there.”  
 Example 2: Tony stated, “I pretty much just listen to both sides—you know—and 
pretty much just try to get them to come to an agreement. [I] try to get them to mediate—
to come to an agreement and solve their own conflict. But you got to listen to both 
sides—there are always two sides to every story—to every conflict. I have heard 
someone say a lot of that is communication. . . .  People, you know, interpret what you 
said differently, and they have their own opinions and then stuff—you know—is not 
translated correctly and then people get offended and you know, they don’t communicate. 
They don’t go back to each other and say, ‘Well, you said this,’ and then the person can 
say, ‘Well, I meant this.’ You know, and sometime it’s not good to communicate over the 
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phone, or even in letter [chuckle] you know. Sometimes it’s good to speak face to face so 
that the person can see you, and look at you and see your body language, and you 
know—your gesture and everything . . .  you know, you can’t really do that in a letter. . . . 
You know, so it’s good that when you’re communicating you make it clear. You look 
straight in the person eye, you let them know that this is what you’re saying. You say 
exactly what you mean. You know—don’t make it where they have to be interpreting— 
you know—and figuring out what you’re trying to say.”  
Example 3: Riley had a flashback as she stated, “Oh, I can remember a 
situation—it was a youth event—it was between a youth and an adult in the church. The 
child, um, said something to the adult that was not appropriate at the time and the way I 
had to manage it was—I had to basically separate the parties, and to find out the root of 
why the child responded to the adult the way she did. I found out that it was something 
the child was dealing with, and the adult just agitated that. The person’s response was 
based on an agitation and they snapped.  I had to speak to both parties separately and 
spoke to the child and found out the problem . . . separately we resolved it and the child 
in turn went and apologized.”  
The leaders believed that in order to mediate effectively, you had to listen to both 
sides. As indicated in the first two examples above, both Anthony and Tony believed that 
mediation could not be effective over the phone; rather, face to face mediation is 
necessary. Of the 12 participants who mentioned mediation strategies, six helped the 
parties to see it from the other’s perspective, five addressed neutrality, and three 
advocated for separate meetings between the parties before bringing them together. Only 
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six participants actually used the word mediation, but the description of what was 
involved made it clear that they were mediating the dispute. 
Category 6: Providing Service to Others (7/22) 
Service to others was another important core theme shared by the participants by 
motivating members and submitting to the other party. Although there are four 
individuals in each subcategory, these individuals expressed their service in light of a 
conflict experience; the other examples of service were in light of their identity. Three 
examples of each subcategory related to their conflict resolution approach are shown 
below. 
Subcategory: Motivating members (3/22). Of the 22 participants, three 
discussed motivating members when they respond to a conflict. As Marianne discussed in 
the first example, she was willing to show support regardless of the type of conflict. Juan 
believed that the leaders should be in agreement as they discussed different ideas, even if 
it caused conflict, and he was willing to encourage others along the way. For Anthony, it 
was important to encourage others, even if the task could potentially cause conflict based 
on one’s abilities. Three of the four voices are represented below. 
Example 1: As Marianne puts it, “I definitely am going to show support. I’m 
going to have a positive attitude no matter what the conflict is. Even though—you 
know—like my husband and I, as you know . . . [we have] conflict, but I’m going to 
show a behavior of like, ‘Okay let’s do this. Let’s have a positive attitude on this and get 
it done—whatever needs to be done, let’s do it.’” 
Example 2: Juan spoke with conviction, “What’s the objective here? The 
objective is to push you, the objective is that we are pushing the ministry. Whatever 
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Rhema is doing, we’ve come in align to—that’s why we are called into leadership—to be 
there and that’s why we are pushing.” 
Example 3: As Anthony encouraged, “You just—if you want to do that, go ahead. 
Just because I can’t do it doesn’t mean you can’t. . . . Somebody is gonna go against what 
the rule is and they can do it. If no one else can do it, one did, and then maybe that one 
person can handle it. So, you know you can’t just say, ‘No, don’t do it.’ Maybe they can 
do it. Okay, go ahead because if that’s their personality, they could handle it—so, let 
them handle it.”  
Three participants expressed a need or a responsibility to motivate other members. 
This came in the form of providing aid to accomplish a task, encouraging them to get the 
job done, being a listening ear, and collaborating with each other. The previous 
subcategory of serving involved active participation, but the last subcategory is a passive 
approach. 
Subcategory: Submitting to the other party (4/22). The four individuals in this 
subcategory would rather submit to the other party to avoid conflict. Tony said that it was 
better to allow the other person to win the argument on order to have peace in the home. 
Zoey took a similar stance as she was willing to concede to avoid an argument. Eva was 
particularly uncomfortable having conflict with the senior leaders so she would rather 
agree with their perspective than oppose them. The following are verbatim examples of 
these statements. 
Example 1: For Tony, “When conflict arise I try to, um, I try to just take the lesser 
ground. I’d rather take the wrong just so that whatever the conflict is will pass. It usually 
doesn’t last too long but usually when there’s a conflict, somebody has to give. So 
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usually I try to—I try to give because I know that whatever the conflict is—it’s probably 
not worth—you know—creating a scene over—so I know it will pass. So basically, I just 
humble myself and let it pass—and then after a while—you realize that sometime that’s 
the best route in things.” 
Example 2: For Zoey, “Well, I mean all my experiences I can think of has been 
positive because usually—what happens is—whenever there is, um, a disagreement, I 
don’t mind obliging the other person. I don’t mind letting them have their way. It’s never 
really affected me. If I—let’s say for example, if I’m going to dinner, and someone wants 
Wendy’s, and I want Pollo Tropical, I’m just gonna say, ‘Okay, I can have Wendy’s. It’s 
not really a big deal for me.’” 
Example 3: Eva said, “For the most part, I’ve been in conflict with people that are 
my seniors. I hardly ever have conflict with people that are at the same level as me, or 
beneath me. Sometimes, in order to resolve it [conflict], I might want to coalesce to 
whatever it is that they’re saying, so that we could get over it because I don’t like 
arguing.” 
Four of the participants expressed a submission to the other party. Initially I 
thought of these examples fitting for the subcategory “avoiding conflict,” but then I 
realized the two subcategories are vastly different in scope; the submission by the parties 
was not in any way a negative experience based on the perspective of the participants. 
Rather, it seemed that for these participants, they were empowered to make the decision 
to let the other party “win;” they were already self-assured so they didn’t need any 
validation. This was illustrated in the first two examples; meanwhile, the third example 
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revealed that she yielded to her elders to show respect towards them. It was then I 
realized they did this to demonstrate service to those they cared about. 
Unfortunately, conflict management and providing service was not always 
optimistic. In the earlier themes, we saw that there was a positive approach, but very few 
participants experienced a challenging side towards conflict, including the negative 
repercussion from having a misunderstanding, they felt unheard and sometimes they 
refused to engage, and ultimately were willing to walk away. These participants’ 
experiences will be covered in the next section. 
Category 7: Facing the Challenging Side of Conflict (13/22) 
Of the 22 participants, 13 experienced challenges in conflict, whether in the form 
of misunderstanding the other party, feeling unheard, or just avoiding conflict. Each of 
these categories depicted the conflict was not embraced, thus it was difficult to overcome 
because of internal barriers (misunderstanding others) or externally (being 
misunderstood, feeling unheard); or just refusing to confront the issue, which meant it 
could continue to simmer until it exploded unless it was dealt with. Of the three 
subcategories, avoiding conflict yielded the highest number of participants who had 
difficulty dealing with the conflict so they opted to stay away, walk away, or withdraw. It 
is important to note that of the 13 participants only five approached conflict from a 
negative experience because they felt powerless in the conflict situation. 
Subcategory: Misunderstanding the other party (3/22). Three individuals 
believed that conflict was caused from misunderstanding the other party. In the first 
example, Jessica stated that sometimes miscommunication can cause a misunderstanding. 
For Chris, the misunderstanding could be caused from a faulty perception. In Colette’s 
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experience, the misunderstanding was also a result of perceptual differences from a past 
experience. The following are three examples of the five participants represented in this 
subcategory. 
Example 1: As Jessica recalled, “A lot of times with conflict—I have seen conflict 
happened right in front of me—it’s really misunderstanding. That’s what goes on with a 
lot of conflict . . . You didn’t hear me say this—you heard something else. You lash 
out—it’s just misunderstanding and miscommunication. I think that’s what I see in a lot 
of conflicts that happens. As I was telling you about the young lady that left the church, 
had she come to me before and said, ‘I notice you don’t say hi to me or anything,’ I 
would have said, ‘Oh I’m so sorry. I didn’t really notice that I didn’t say hi to you.’ Had 
she come to me and said it, I would have addressed it then—I really didn’t know. So, 
again—it’s about how you view the conflict—you’re on the outside— 
miscommunication—not understanding—you’re upset one person knows something—
you don’t know that they are upset with you. It’s all miscommunication I see with 
conflict . . . because it’s all on how you view the person. You’re viewing them as a bully, 
and not getting to really know them that they are an angel. You just view them based on 
what you see with your eyes—and not getting to know them yourselves—so I think that’s 
what it is.” 
Example 2: As Chris reasoned, “Sometimes it’s our perception and that causes the 
conflict. I found that sometimes our perception or viewpoints of things are skewed 
because of previous hurts or precious situations that have now tinted the person’s view or 
the perception about things. I might genuinely want to forgive you, like, for example— 
let’s use this example. This is your bottle of water but I might genuinely— Let’s use this 
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example. Let’s say this was just open bottled water that you have in your bag right? You 
offer to somebody else and then they say while dying of thirst, ‘Oh no, I don’t need it. I 
don’t want it.’ ‘Why don’t you want it? It’s because you have trust issues.’ We have to be 
willing to deal with it—see if there are previous perceptions that might have skewed the 
perception that the person had that might have caused this conflict.” 
Example 3: Colette recalled, “When I was in a previous relationship, I—you 
know, sometimes I was very quick to answer—especially with my husband, because I 
was not quite sure where he was coming from [increase rate].”  If I feel—after I will 
explain it to him, but if I feel . . .  like I am going to a flashback, then I will just stop, then 
I will tell him, ‘Please—let’s not go there.’ Then, we both know how to work it out 
together. We actually have great communication skills.” 
The first two examples conveyed that they were misunderstood while the third 
example conveyed that she misunderstood. It seemed that the participants who were 
misunderstood were more self-assured and confident. Whether one is misunderstood, or 
on the receiving end of the misunderstanding, it could both create a tumultuous 
environment and may even harm relationships. A total of three participants reported 
conflict that surfaced as a result of misunderstanding. Besides misunderstanding, there 
were other challenging aspects of conflict, for example, feeling unheard. 
Subcategory: Feeling unheard (4/22). Four individuals felt that they were 
unheard. This subcategory is different from the yielding to others in terms of power 
dynamics and purpose. Those who decided to yield to others did not feel silenced but 
instead chose to be silent to appease the other, whereas those who felt unheard felt 
powerless and felt a need to express their opinion. Andrew felt that no one was listening 
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so he chose not to say anything. Micayla felt that she wasn’t given the opportunity to 
express her side of the story. Tony believed that individuals often didn’t get the chance to 
give their opinion, which will ultimately wane the church. The following verbatim 
examples illustrate the subcategories. 
Example 1: As Andrew stated, “Most of the times . . .  I am a quiet type of 
person—so if something, especially in church bothers me, I don’t really have anybody to 
complain to. It doesn’t make any sense to express my perspective because no one will 
hear me. And if they do hear me, it just slides through one’s ears and comes out the other. 
So most of the time, I just stay quiet.” 
Example 2: As Micayla recalled, “One of the students came out who wanted to 
talk about a boy situation. I’m like, ‘Are you skipping assembly?’ because that’s where 
the administrator wanted them to be. Well, the administrator came out because it was—I 
guess it was my responsibility to—she didn’t ask me. Well, of course, um, it was very 
hurtful. I can’t lie. It was very hurtful because I wasn’t given the opportunity to voice my 
opinion as to what happened. Um, so I took a couple days, just kept to myself, um, before 
uh, making a rational decision, you know. I didn’t. Um, and really prayed—really prayed. 
And I had to realize what the bigger picture was. And so I stayed. And I just left it alone.”  
Example 3: Tony said, “I like to see when people are able to speak—and a lot of 
times I believe—you know—in churches people are not allowed to say how they really 
feel—to say what’s bothering them or what’s hurting them. So I like to see a church 
where people can speak freely—you know—and not feel like they’re not gonna be heard. 
. . .  I like to see an open environment where people can speak and ministers are able to 
address the situation and deal with it in a way where everybody can come together and 
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just—you know, love each other, and move on and forgive each other—and you know, 
have the blessings grow. So you know—if there’s a concern—you know—you [leader] 
should welcome what people have to say. Getting that feedback—you may not agree with 
it, but that feedback will help you get better. So I just feel like when you’re in a church 
and people can’t say how they feel—it shows in the church. It shows because the church 
will be lacking [and] it will be stagnant.” 
These four participants expressed the need to be silent to conform to what they 
believed the organization was looking for. Three of the participants did not feel 
empowered to speak, and the fourth spoke about it from a third-party perspective. After 
reviewing each response, it was evident that they felt there was a repercussion for 
expressing their thoughts. This study did not determine whether or not this was a real or 
perceived consequence, but what is clear is that some leader didn’t feel they could 
express their true feelings or opinion. Only one of the participants who felt unheard also 
chose to avoid conflict. The other six participants chose to avoid conflict for other 
reasons. I will address their narratives in the next subcategory. 
Subcategory: Avoiding conflict (7/22). Seven of the 22 participants try to avoid 
conflict. In Elizabeth’s case conflict avoidance was a strategic approach until the 
situation became calmer to deal with directly. In the second example, Jeremy tried to stay 
away from conflict because he didn’t want to show anger. Colette tried to stay away from 
conflict because of the kind of personality she had where she responded quickly to 
situations from a defensive standpoint. Three examples depicting conflict avoidance are 
shown below. 
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Example 1: Elizabeth strategized, “Well, sometimes I don’t deal with it head on. 
Sometimes I withdraw. And try to solve the problem another way, you know. I try to sort 
of—I, I just recently I had a situation—an incident I had to deal with. I started to reflect 
on it and it reminded me of Jacob having to return to his brother Esau after 20 years 
and—he didn’t directly deal with it because he sent his entourage. He sent umm—[a] 
caravan. There were about three different caravans ahead of him with all his goods to 
send to his brother—and he sent his wives ahead of him—he sent his children ahead of 
him. He was in the back [because] his intention was that all these things would appease 
his brother before he got to him so that he wouldn’t want to kill him anymore. I had a 
situation—a similar situation and I think—not similar by any means—I didn’t have a 
brother where I stole his birthright and ran for 20 years but I had a situation where I felt 
the same way. I retreated, I hid myself from the circumstance . . .  I started sending out 
some paperwork and the problem was resolved to a degree. But I already know there’s 
going to come a time when we’re going to have to sit down again.” 
Example 2: For Jeremy, “Conflict—how I view it [is], I try to stay away from it 
[laughed]. Growing up—even growing up, conflict was one thing I tried to stay away 
from. Because even when people want to pick a fight with you or even when folks, um, 
want to start arguing with you, because I’m not a very argumentative person. I mean, I’ll, 
I’ll stay away from that stuff. I mean, I’ll say my perspective or whatever. Even the Bible 
says you can get angry, the Bible gives you the right to be angry. I mean, you can be 
angry, but it’s the way that you allow that anger to—you know—I mean, you can be 
angry—you can say your opinion but then  . . .  you can also commit a sin in the way that 
you allow your anger to portray—know what I’m saying. So as far as me, I try to stay 
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away from it—because you never could tell what could end up [happening]. . .  so as far 
as conflict, I try to stay away from conflict.” 
Example 3: Colette quipped, “It’s funny because I try to stay—because of the 
kind of personality I have—I try to stay far away from conflict. . . I try not to show my 
old side, and when I say my old side I am very—umm—I am quick to respond to 
situations. Sometimes I would be the one to cause a conflict. I won’t hear somebody out 
all the way, so I try to stay away from conflict. I try only to just be a sociable person. You 
know—I am a social butterfly. I talk to everybody in the church. Umm—I try not to get 
myself wrapped up into situations or into conversations that would cause me to have a 
conflict with somebody. Not saying that I’ve never had one—but if I do, it would be 
more with somebody in the leadership body and not somebody outside.” 
All seven participants avoided conflict because they expressed a strong dislike for 
it. Five participants wanted to stay away from conflict and the other two were willing to 
walk away. Riley, one of the seven participants in this category, even counted her losses 
as she recognized walking away may cause her to lose relationship with the other person; 
she recalled, “It’s not always okay because you are losing on history and relationships are 
being broken now.” When individuals avoided conflict, sometimes it was painful.  
Chapter Summary 
I used Moustakas’ modification of Van Kaam’s method of phenomenological 
analysis to conduct the analysis for each part of the research question. Each part of the 
analysis was conducted for all 22 participants. It was an intensive process but it was 
necessary to capture all the categories (core themes) and subcategories. In addition, an 
extended example of each subcategory was provided, which allowed a rich description of 
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the experience. The description captured identities and conflict resolution approaches. 
The conclusion, discussion, significance, and implication of the study will be presented in 
Chapter 5, the final chapter. 
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Chapter 5: Discussion and Implications of Results 
The culmination of Chapters 1 through 4 appears in this chapter. First, I highlight 
the significance of the study and validate the study through reflection and appropriate 
research protocol. The findings presented in Chapter 4 are discussed within the 
theoretical framework and positioned within the existing literature. I present the new 
developed theory, followed by a discussion of its contributions and limitations, and I 
provide direction for future research.  
Significance of the Study 
Until this study, the lived experiences of Jamaican church leaders’ identities and 
conflict resolution approaches have been omitted from the literature. Some studies have 
focused on conflict experiences about Jamaicans (Brown & Johnson, 2008; LaFont, 
2000; Walcott & Hickling, 2013) and church leaders in conflict (Hadden, 1969; Krause, 
Ellison, & Wulff, 1998; Schilling, 2003); however, researchers have not studied the 
intersection of both Jamaican heritage and church leadership. Exploring the lived 
experiences of Jamaicans aged 18 to 44 who were leaders, practitioners of the Apostles’ 
doctrine, residents within South Florida, and experienced conflict provided an interesting 
intersection of different beliefs. In this chapter, I discuss the findings about the identities 
and conflict resolution approaches that emerged through the voices of participants who 
shared all these experiences.   
This research study allowed each individual’s voice to be imprinted in the 
findings, thus providing an outlet for their thoughts and personal narratives. As outlined 
in Chapter 4, the dominant and idiosyncratic themes reflecting their identities and conflict 
resolution approaches are noted for each individual and collectively comprise the 
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composite description of the experiences. Their shared experiences foster an 
understanding of the overall phenomenon of Jamaican church leaders in conflict.  
The study is significant because it unveils participants’ thoughts and provides 
insights into their identities and conflict resolution strategies. In addition, the study 
provides access to a group that may otherwise have chosen to remain silent. During the 
recruitment of participants, only those with whom I was acquainted accepted the 
invitation to participate. The other nine participants were either uncomfortable with the 
research because I was unfamiliar to them or perhaps for other unknown reasons. Some 
people prefer to be discreet with personal topics such as this one; thus, the findings from 
a rarely studied group may be extremely valuable. 
Reflexivity 
As a Jamaican and a church leader, I had to be mindful of my own biases. By 
acknowledging my biases, I was able to separate myself from the research study. As 
discussed in the theoretical section, researchers cannot approach a phenomenological 
study from a purely objective standpoint because people filter the world and process 
information through their own lenses; however, by acknowledging my biases and trying 
to see the situation through a fresh lens, I avoided assumptions. Sokolowski (2000) noted 
the importance of proceeding from a neutral standpoint. During the interview, if any 
information appeared ambiguous, I asked for clarification so that assumptions were 
omitted from the research study. In fact, I asked participants to define terms or explain 
information with which I was already familiar to ensure that nothing was taken for 
granted and only what participants wanted to say was revealed.   
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Trustworthiness of the Study 
Diligent care was taken in every aspect of the research study. I was mindful of my 
biases and ensured that they did not affect the integrity of the study. In addition, I used 
the appropriate protocols during every phase of the research. First, the preliminary step of 
seeking approval through the Institutional Review Board (IRB) at Nova Southeastern 
University (NSU) ensured participants were protected. Second, the literature review not 
only indicated a void in the research but also provided the theoretical framework so that 
the findings that emerged could be placed within context, thus enhancing reliability. The 
method of gathering the data was detailed and secure, and the transcripts were double-
coded by a coresearcher. The findings were repeatedly checked against the transcripts for 
accuracy, and only the participants’ words were used to capture the phenomenon.  
Applying Findings within the Theoretical Framework 
Phenomenology was an essential theoretical framework used for this study. The 
objective of the phenomenological approach is to gain insight into the lived experiences 
of individuals (Moustakas, 1994)—in this research, the population of interest comprised 
Jamaican church leaders. In addition, social constructionism was applicable because 
evident in their responses was a level of social interdependency that collectively 
influenced each participant’s sense of identity and conflict resolution approach; however, 
the discussion focused on the core themes that emerged from the phenomenological 
perspective. 
Phenomenology 
I used the phenomenological design to guide the study because the goal of the 
research was to explore the lived experiences of Jamaican church leaders in conflict. 
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These church leaders resided in South Florida and followed the doctrine carried out by 
the Apostles in the New Testament as instructed by Jesus Christ. The interview guide 
(see Appendix C), which consisted of several open-ended questions, was used to produce 
a comprehensive narrative. Consistent with the phenomenological design, the participants 
freely discussed their lived experiences. No presuppositions were made; rather, the 
themes unfolded as the data were analyzed. To obtain a full description of their stories, I 
successively looked at the textual, structural, and textual-structural descriptions for each 
individual to get the essence of their identities and conflict resolution approaches.   
After I analyzed the responses for all 22 participants, four core themes 
(categories) emerged that reflected their identities: (a) exercising faith in God, (b) gaining 
personal growth, (c) providing service to others, and (d) integrating societal influences. In 
addition, seven core themes (categories) were generated that reflected their conflict 
resolution approaches: (a) solving problems, (b)  exercising faith in God, 
(c) demonstrating compassion, (d) gaining a greater awareness of self, (e) employing 
strategies in conflict resolution, (f) providing service to others, and (g) facing the 
challenging side of conflict.  
Identities. Fourteen leaders said their identities were shaped by exercising their 
faith in God. Purpose in God yielded one of the highest numbers of participants within 
that subcategory—eight individuals spoke about this theme, followed by eight 
participants who addressed strength in God, and six participants who discussed 
connection with God. The notion of living in God’s purpose is not new as several authors 
have addressed this topic (Morris, 2008; Packer, 2004; Warren, 2002) but eight 
individuals indicated that God gave them a reason to live.  
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Participants also gained personal development. Of the ten participants in this 
category, six leaders noted they grew from life experiences when they persevered in spite 
of challenges, five gained a greater self-awareness, and four became more open-minded 
as a result of their lived experiences.  
In addition, all 22 participants seemed to experience a sense of fulfillment by 
serving others. Fifteen participants believed in being a mentor or role model to others, 
thirteen participants discussed the importance of supporting the pastor/ministry, six 
participants mentioned the importance of motivating the members, five collaborated on 
the same team, and four wanted to provide service to others by establishing better 
connection with them. Three participants expressed the desire to contribute even more to 
the ministry so that they could maximize their value there. 
To a lesser degree, a few participants discussed how society had shaped them, 
whether society consisted of the family, the environmental culture, or others around 
them. Five participants view of themselves were affected by others, four participants 
believed environmental culture was important, and three participants believed that family 
was critical, and should be embraced.  
As discussed in Chapter 4, the leaders’ purpose in God, their willingness to 
support the Pastor and their commitment to be a role model to others yielded some of the 
highest numbers of participants within the respective categories. These reflected two 
important characteristics about their identities: The essence of who they were was 
influenced by what they did for God, and their desire to positively impact others. This 
understanding can aid practitioners as they address this population. 
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Conflict resolution approaches. From a detailed look at each participant, it was 
evident that Jamaican church leaders at Rhema Word Ministries International tried to 
address conflict the best way they could. No noticeable differences emerged between the 
conflict resolution techniques used by men and women. More than half the participants 
approached conflict from an optimistic perspective. For these leaders, conflict was an 
opportunity to solve problems; however, whether a resolution was achieved depended on 
the parties in the conflict. Of the 22 participants, 12 embraced solving problems. Of the 
12 participants in this category, five participants looked at conflict as an open door for 
conversation; six participants looked at conflict as an opportunity to work on the same 
team, and five believed the parties determined the solution. Strategies such as confronting 
the issue, getting specific facts, adapting to the other party or the situation, applying 
Biblical principles, using effective communication skills, getting help from others, and 
mediating disagreements were strategies used by 21 of the 22 participants.  
In spite of conflict, 17 participants demonstrated compassion towards others. 
Seven participants demonstrated compassion by embracing diversity, seven participants 
showed empathy, 10 showed respect toward others, and five made an effort to reach out 
to others. Most participants not only reached out to others, but some also exercised their 
faith in God.  
Nine participants exercised their faith in God when they experienced conflict. 
Five participants found resolution in God, three found strength in God, and three found 
connection with God. Not only did some participants exercise their faith in God, but even 
more developed personally from the conflict experiences. Of the 12 who developed 
personal growth, nine built character through learning, five persevered in spite of 
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oppositions and four were more open-minded. Seven participants provided service to 
others in the form of submitting to the other party, and motivating members. Four 
participants would rather submit to the other party when in conflict, and three participants 
motivated others in spite of conflict.  
These findings are relevant because these approaches are not the norm, especially 
during church conflict. Church conflicts are sometimes quite volatile (Greenwood, 2005). 
Hoge and Faue (1973) found the greatest incidence of conflict occurred among leaders, 
not between members of the congregation. In addition, in many cases, these conflicts 
have resulted in termination and loss of reputation (Breen & Matusitz, 2012); however, 
the participants in my study did not share those experiences. There were thirteen 
participants in my study who experienced some challenges with conflict, but they were 
not aggressive. Of the thirteen participants in this category, seven participants preferred 
to avoid conflict, four felt unheard and three felt misunderstood. 
As discussed in Chapter 4, the leaders in this study certainly encountered conflict, 
but they handled it in a constructive manner, or walked away from the conflict. What was 
unique is that their experiences in conflict showed that they learned to trust God in spite 
of how they would have preferred to address the conflict themselves. They spoke 
candidly about how different they were before having a relationship with God and 
concluded, in their experience, resolving the conflict God’s way yielded better results. 
Although this response may seem uncanny, the results were valid—the participants 
candidly expressed their opinions and described their life experiences. The participants’ 
tones, facial expressions, and other nonverbal characteristics conveyed the sincerity of 
their messages. Although the audio format could not capture nonverbal cues, I tried to 
365 
 
capture their voice in written text by including vocal utterances such as “like” and “um.” 
Consequently, readers can discern whether participants hesitated or paused. These 
nuances captured the entire message to illuminate segments of the interviews. This 
approach gave participants a voice and thus provides insights into resolution techniques 
that practitioners in the field might find useful.  
Many participants referred to conventional conflict resolution techniques such as 
using effective communication skills and mediating disagreements; however, two 
principles caught my attention. First, Chris spoke about an individual “having one heart,” 
which meant that people should not have irreconcilable differences because these 
differences can erupt in other areas of people’s lives, including relationships. 
Practitioners find it helpful to learn about underlying issues so the roots of the problem 
can be addressed. Second, Riley spoke about listening in a manner contrary to what I 
learned in the communication discipline. In the communication field, listeners are 
encouraged to nod and even smile if appropriate to indicate they are listening (Lewis, 
2012). If the smile is inappropriate, then only an intermittent nod is needed so that the 
speaker is aware the listener is listening (Lewis, 2012); however, Riley saw it differently. 
For Riley, the nod indicated the listener was not listening; in addition, Riley saw the 
smile as patronizing. Individuals with this perception could walk away from mediation or 
other third-party intervention approaches feeling unheard. Riley believed it was better to 
give her undivided attention, which meant looking at the speaker and listening in silence.  
For the participants in the study, their conflict resolution approaches seemed to be 
influenced by their views of identity and conflict. An overview of the participants’ 
attitudes toward their identities and their perspectives of conflict appears in Table 2. The 
366 
 
textual, structural, and textual-structural for each individual, described in Chapter 4, 
provides justification for the conclusions summarized in the table.  
Table 2 
Perspective on Identity and View of Conflict 
Leaders 
View 
of 
identity 
Verbatim 
examples 
View of 
conflict Verbatim examples 
Jessica Positive “A lot of people  
look up to me.” 
Positive “Spending time with people 
really getting to know them 
helps diffuse conflicts.” 
Chris Positive “The youth in our 
ministry look up to 
me.” 
Positive “Conflict is positive when 
the parties involved are 
willing to come to a 
solution.” 
Riley Positive “I believe I have 
more impact on 
the young people.” 
Negative “I am not a confrontational 
person, so I tend to not want 
that around me.” 
Catherine Positive “I always 
considered myself 
a leader.” 
Positive “I would go and approach 
them.” 
Eva Positive “I think, I think 
I’m pretty 
invaluable.” 
Positive “Try to re-approach it— 
but, more calmly, and try 
to, listen more.” 
Anthony Positive “So, I’m kind of 
there as her 
support as well as 
being that male 
role model.” 
Positive “I’m going to put the ball in 
my court so the person 
doesn’t automatically get 
defensive.” 
Table continues 
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Table 2 – continued  
Leaders 
View 
of 
identity 
Verbatim 
examples 
View of 
conflict Verbatim examples 
Juan Positive “Hey, you don’t 
have to be a rapper 
or basketball 
player, or an 
entertainer. You 
can be in 
something else and 
still be 
successful.”   
Positive “A lot of times you can 
resolve conflict by 
communicating 
effectively.” 
Colette Positive “Knowing 
yourself, like 
knowing who you 
are.” 
Negative “I try to stay far away. I am 
not getting involved!” 
Stewart Positive “I believe that I’m 
a pretty good 
leader.” 
Positive “Conflict is a learning 
experience.” 
Marianne Positive “I see myself 
impacting the 
younger kids.” 
Negative “Conflict is a problem, 
basically, that what I view it 
as.” 
Michael Positive “Being a mentor to 
the saints— you 
know— helping 
them with 
anything they need 
help with. Being 
useful— just kind 
of being there.” 
Negative “So because I don’t like to 
argue I’m not going to get 
loud.” 
Table continues 
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Table 2 – continued  
Leaders 
View 
of 
identity 
Verbatim 
examples 
View of 
conflict Verbatim examples 
Cynthia Positive “Everybody has 
their own gift so I 
think I am very 
invaluable.” 
Positive “Everybody is different and 
you just got to, got to 
understand people and why 
they do the things they do.”  
Andrew Neutral  “Discipline plays 
an important role 
in my life. It’s the 
way I was brought 
up.” 
Negative “If you voice your opinion I 
think you should be heard 
and [others should] take it 
into consideration. You 
don’t have to do it right 
away but don’t just sweep it 
under the carpet like it 
never happened.” 
Jeremy Positive “I have a strong 
impact on many of 
the members.” 
Negative “You could be arguing and 
then you end up saying 
something that’s going to 
end up hurting people.” 
Elizabeth Positive “I am identified by 
umm being a 
purpose driven 
individual. I am 
not a mistake but I 
am divine design 
for the here and 
the now.” 
Negative “[Conflict is] not something 
I like but it’s something 
necessary” 
Tony Positive “I can be an 
ambassador for 
Christ.” 
Positive “[With] everything there’s 
always conflict. But when 
we live by faith, we’re not 
limited to the resources of 
man and the temporal 
things of this earth.” 
Table continues 
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Table 2 – continued  
Leaders 
View 
of 
identity 
Verbatim 
examples 
View of 
conflict Verbatim examples 
Julia Neutral “I think my 
Christianity and 
my relationship 
with God played a 
big role in who I 
am today.” 
Negative “Oh! When I hear the word 
conflict, I’m thinking 
negatively, like an 
argument.” 
Zoey Positive “I think of myself, 
in relation to other 
people. In terms of 
other people… 
when I was 
growing up, I was 
always told, ‘oh, 
you’re so smart! 
You’re so 
intelligent!’” 
Positive “I’ve come to have such a 
confidence, that God’s got 
it [conflict resolution], that I 
don’t worry so much about 
that [conflict] anymore.” 
Emma Neutral “I am helping 
young people in 
church now.” 
Negative “I don’t like conflict—I try 
to ignore it.” 
Antoinette Neutral “I’m pretty 
important…but if 
someone says 
something 
negative or false, it 
makes me want to 
be that way 
sometimes.” 
Negative “I don’t like to be wrong.” 
Micayla Positive “There’s more to 
me than what they 
taught me.” 
Positive “I view it [conflict] as a 
necessary step to get to 
where I’m trying to go.” 
Table continues 
370 
 
Table 2 – continued  
Leaders 
View 
of 
identity 
Verbatim 
examples 
View of 
conflict Verbatim examples 
Ann Positive “I will not allow 
anybody to bring 
me to that level 
and I will also use 
it to help others to 
get to the level that 
they need to get 
to.” 
Positive “My experience with 
conflict as a leader teach me 
and I learn from it when I 
engage in it.” 
After carefully reviewing the transcripts and composite descriptions, I ensured I 
drew the conclusions for each participant from his or her own language. Examples of 
words connoting positive identity were “role model,” “important,” “impacting,” and so 
forth. Words used to depict neutral view of self were conflicting statements, for example, 
“I’m pretty important . . . but if someone says something negative or false, it makes me 
want to be that way sometimes,” and neutral statements such as “Discipline plays an 
important role in my life. It’s the way I was brought up.” Examples of words used to 
describe a positive view of conflict were “confidence” and “learning experience.” 
Examples of words and phrases used to depict conflict in a negative light were “problem” 
and “I don’t like conflict.” In addition to incorporating such phrases, I used the overall 
context and detailed narratives to determine participants’ perspectives on their identities 
and conflict resolution approaches. 
The results showed that 18 of the 22 participants had a positive view of 
themselves, and 12 had a positive attitude toward conflict. The six participants who had a 
positive view of themselves but seemed to have a negative attitude toward conflict still 
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showed a willingness to resolve conflict. For example, Riley said, “I like to deal with it, 
talk it out . . . deal with it the best I know how to, then move on.” Similarly, Marianne 
stated, “Sometimes other things, like more serious, you know, we have to sit down and 
talk about it.” For both men and women, more participants were positive about their 
identities and approaches to conflict. Of the 14 women in the study, 11 had a positive 
sense of identity, and seven had a positive view of conflict. Of the eight men in the study, 
seven had a positive view of their identity, and five had a positive view of conflict.  
The lived experiences of these church leaders revealed not only the themes that 
emerged regarding how they viewed themselves and how they resolved conflict but also 
their attitude toward both topics. The verbatim examples, their intonation, facial 
expressions, postures, and gestures were all used to assign meaning to their experiences. 
Social Constructionism 
Social constructionists look at the elements of social interdependency that emerge 
as people construct their lives and fulfill the roles they play (Weinberg, 2014). 
Participants’ self-constructions emerged directly from their responses. As participants 
described their lived experiences, they spoke about their identities and their conflict 
resolution approaches. 
Identities. The shared belief that they were exercising faith in God, developing 
personal growth, providing service to others, and being affected by societal influences 
helped shape the cores of these leaders. The values embraced by organization members as 
they followed the example that Jesus gave the Apostle made an indelible mark on the 
lives of these leaders. Collectively, they shared an understanding of who they were. 
According to participants, two characteristics made their organization unique. First, the 
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organization was led by a female Senior Pastor; in contrast, most churches are patriarchal 
(Smith, 2013).  
Anthony mentioned,  
The men like to bleed women down. So, I’ll stand with Apostle when she needs 
me to stand with her . . . cause I know how traditional churches are and they don’t 
believe a woman should lead. So I’ll be there to say, “Look, I’m a big strong man 
and that’s my leader. I submit to her and I’m standing here with her.” So, I’m 
kind of there as her support as well as being that male role model.  
Second, the Pastor was an Apostle, an uncommon leadership title for women in most 
churches (Jacobs, 2012). Elizabeth said,  
Apostles—the first time I heard the word Apostle was in the book of Matthew 
when Jesus sent his disciples out. They were first disciples but when He sent them 
out in twos the next time, the next name they were given was Apostles. And 
Apostle is a sent one. The first Apostles, their responsibilities were to rise up the 
first church. I’m, I believe as an Apostle, I am in the end time revival of the 
church, the end time. I am in preparation for the final return of Christ and my 
assignment—as the scriptures said in Ephesians Chapter 4—our assignment is to 
bring the church—bring all into the unity of the faith, that we are no more like 
children tossed to and fro with every wind of doctrine—so my assignment is to 
teach.” 
Conflict resolution approaches. The conflict resolution practices of these 
Jamaican church leaders were influenced by their perspectives on conflict (whether as 
opportunity to solve problems or as challenge), their faith in God, their ability to 
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demonstrate compassion, their personal development, their effective strategies toward 
others, and their service toward others. The collective construction showed how this 
group resolved conflict. The participants had a spoken understanding that the Bible 
should be the guiding principle as they resolved conflict, even though not everyone said 
they applied Biblical principles.  
Collectively, there was a strong relationship between the factors that influenced 
their identities and the factors that influenced their conflict management approaches. The 
collective construction of who they were was evident in the themes that developed. The 
subcategories that emerged for each individual were not necessarily consistent across the 
identities and conflict resolution approaches; however, collectively, these themes 
emerged in both areas for all 22 participants. The core of their identities was that they 
provided service to others. The second dominant theme was that they exercised faith in 
God. The core of their conflict resolution approaches was that they employed several 
strategies. The second dominant theme was that they were compassionate toward the 
other party. 
Positioning Findings within Existing Literature 
Green’s (1960) study on conflict within the Baptist Church showed that issues 
such as disagreements between leaders, infidelity, and authoritarianism contributed to the 
conflict experienced by church leaders (Breen & Matusitz, 2012). Because of the manner 
in which pastors have addressed the conflict, negative repercussions have led to 
termination, loss of work, and loss of reputation (Breen & Matusitz, 2012). However, the 
results of my study did not indicate such repercussions. Thirteen participants experienced 
some challenging aspects of conflict but only four participants had negative outlooks. It is 
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common for participants to experience a negative view of conflict; members of other 
churches have shared a similar sentiment. For example, a participant from Christens, 
Jones, and Speer’s (2008) study said that conflict “is not a clean thing. It is a messy 
thing” (p. 5).  
Most of the participants who viewed conflict in a negative way had concerns 
about voicing their opinions; therefore, I refer to other research studies to show findings 
concerning people’s ability to voice opinions in church. For example, Hinderaker (2015) 
found that friendships and family connections within a church could motivate members to 
be silent rather than voice disagreement with leaders—straining church connections 
might simultaneously strain friendships and familial ties. Although this is a plausible 
reason for hesitating to express opinions, the participants in my study did not indicate that 
their silence was influenced by friendship and family ties. Rather, they pointed to issues 
of power. For example, one participant said, “I wasn’t given the opportunity to voice my 
opinion as to what happened.” Another participant said, “I don’t agree with what you’re 
saying, and they just get taken total blown out of proportion. . . . I choose to just keep my 
mouth shut.” These statements should not be surprising—conflict inevitably deals with 
power relations (Burr, 2006). Nevertheless, in spite of these reasons for remaining silent, 
more reasons exist for voicing opinions. 
Previous researchers have pointed to the benefits of allowing people to voice 
opinions in organizations. For example, Garner and Garner (2011) found that giving 
people in organizations a voice in decision making reduced turnover. In the case of 
churches, leaders have been less likely to leave. Toscano (2008) noted that members’ 
dissent with decisions was necessary in churches because it “can heal institutional 
375 
 
blindness” (p. 175). In one study, participants did not see divine authority and democracy 
as opposing sources of power, per se; instead, they reported democratic decision-making 
premises and clerical authority as working well together in church governance (Garner, 
2016). The benefits of allowing leaders to express their opinions are clear, and in my 
study, the Senior Pastor’s willingness to hear participants’ concerns was evident, yet 
some participants said sometimes they did not feel comfortable voicing their opinions. 
Thus, the Pastor may not have communicated an intended meaning to the other party.  
Another example of this miscommunication occurred when participants attempted 
to demonstrate compassion. A few of the leaders described situations in which the other 
party did not perceive their communication as compassionate, and as a result, left the 
ministry. Although numerous studies have indicated the importance of having 
compassion, it is important to remember that compassion does not necessarily include 
mirroring of others’ feelings (Peters & Calvo, 2014). Thus, a person does not necessarily 
have to agree with the other party, but it is of utmost importance that the other party 
understands he or she is being cared for. By showing compassion in a manner that the 
party understands, leaders will be able to foster closer networks. 
Close networks in organizations are important to some members. As leaders, 
participants accepted their responsibility to build better connections with members and to 
perform a variety of tasks in serving others. In fact, most church leaders assume a variety 
of roles (Kennedy et al., 1984). In this study, two church leaders admitted they took on 
many tasks but neither of them indicated they were frustrated or overwhelmed. This 
might have been because there was little or no role conflict. According to Kemery (2006), 
church leaders are satisfied when role conflict is low, even if roles are ambiguous; 
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however, when both role conflict and role ambiguity are high, clergy are not very 
satisfied. One of the tasks that leaders accepted was spending time with the youth. Of the 
22 participants, 12 indicated sincere interest in working with the youths. May and 
Posterski (2005) discussed that children are invaluable, and most of the members at 
Rhema Word Ministries International shared the same sentiment. In serving others, they 
gained an improved sense of well-being similar to those experienced by members at one 
Midwestern church (Macilvaine et al., 2014), so serving the youths is mutually beneficial.  
Conflict has been used as an opportunity in another church, but it was the 
opportunity for political gain (Crouch, 2010). Rarely is conflict looked at as an 
opportunity for the right reasons; however, for the participants in Crouch’s (2010) study, 
conflict was an opportunity for political gain. In contrast, most of the leaders of Rhema 
Word Ministries International used conflict as an opportunity to employ strategies to 
resolve conflict, which also led to demonstrating compassion, exercising faith, and 
experiencing personal growth.  
The leaders of Rhema Word Ministries International grew from their experiences. 
As Cloke & Goldsmith (2001) mentioned, conflicts and conflict resolution can lead to 
personal growth. In addition, they also increased their faith. As Enyinnaya (2015) noted, 
most theologians do not adequately portray the closeness of God’s relationship with the 
church in general. The participants evidently experienced God as a living presence in 
their lives as He guides them through their interaction with others. 
Scholars have recommended conflict resolution approaches for church 
organizations (Bone, 2011; Kimsey et al., 2006). Whereas conflict resolution in 
organizations has been widely explored (Adams, 1970; Balser & Carmin, 2009; Becker et 
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al., 1993; Blankson; De Gasquet, 2009), the research has not addressed the resolution 
approaches of Jamaican church leaders. Next, I developed the multilateral conflict theory 
to explain the themes that emerged from this phenomenological study concerning the 
identities and conflict resolution approaches of this unique population. 
Theoretical Design: Multilateral Conflict Theory 
I designed multilateral conflict theory to show the interconnectedness between 
factors that shape the identities and conflict resolution approaches of a group of 
individuals with a shared experience. For this population, I discerned an intersection of 
three themes from the four themes generated from their identities and the seven themes 
generated from their conflict resolution approaches: (a) exercising faith in God, 
(b) self/personal growth, and (c) service to others. The narratives of these three themes 
showed these three factors influenced who the participants were and how they navigated 
conflict.  
Participants’ lived experiences showed this three-fold commonality across this 
group of leaders in these areas. The theme that did not overlap based on their identities 
was societal influences, and the themes that did not overlap based on their conflict 
resolution approaches were solving problems, demonstrating compassion, employing 
strategies in conflict resolution, and facing the challenging side of conflict. However, the 
lack of overlap does not mean that societal influences did not affect how participants 
resolved conflict, nor did it mean the latter four themes did not influence their identities.  
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Figure 1. Intersection of themes. 
In fact, throughout all 22 interviews, all the factors influencing participants’ 
identities seemed to affect their conflict resolution approaches, as seen in Figure 1. For 
example, Antoinette said, “If someone says something negative or false, false or negative 
about me, it makes me want to be that way sometimes.” Later in the interview, she 
mentioned, “I really look at things differently now because in the past I have been wrong 
and I don’t like to be wrong.” Antoinette’s perception of conflict seemed to be shaped by 
her experiences and how she interacted with people. In another example, Jessica stated, 
“Conflict on a whole—I don’t get into a lot of conflict. Unfortunately I don’t. I am just a 
straightforward person.” Jessica’s personality affected how she approached conflict. 
Multilateral conflict theory holds that all elements central to a person’s core 
identities will shape and affect how he or she navigates conflict situations. This means 
that the conflict will not only affect the participants in the conflict but will emanate to all 
areas of their lives. Chris said, “We only have one heart, and it’s the same heart that you 
love with is the same heart that you have to forgive with.” The experiences of the 22 
participants showed the sentiment of having the same heart resonated through their 
experiences. This sentiment emerged from the narratives and personal descriptions from 
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all the research participants. The seven themes—the core of the individuals’ experiences 
in this research study—directly affected each other. The way the participants interacted 
with others stemmed from whether they had resolved conflict within themselves. Based 
on the model that I developed, if people have unresolved conflicts, instead of looking at 
new conflict experiences as an opportunity to solve the problem, they may instead 
encounter challenging experiences because of unresolved issues with others or perhaps 
within themselves.  
Researchers have found that forgiveness is vital (Biesecker-Mast, 2005; Sparks, 
2016); in addition, researchers have noted that forgiveness is for individuals who were 
hurt (Hook et al., 2008). Even though the research participants in this study scarcely 
mentioned forgiveness, their stories suggested they granted forgiveness or made efforts to 
move past the issue. Forgiveness is especially necessary based on the multilateral conflict 
theory. If people do not grant forgiveness, the consequences will emanate to all aspects of 
their lives. Although this research was not about forgiveness, I mention it because 
forgiveness is a major topic in conflict resolution. Regardless of the components of 
conflict and conflict resolution, the multilateral conflict theory was a useful theoretical 
approach to clarify latent and other types of conflict. For some participants, conflict 
provided the opportunity to engage in solving problems, which would result in using 
strategies in conflict resolution. For others, it was a challenging experience. Almost all 
the participants who used strategies also found that they were demonstrating compassion, 
exercising faith in God, and/or building personal development. Their faith in God and 
their personal development not only emerged out of their conflict experiences, but it was 
also a part of their identities. Providing service to others also played a role in their 
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conflict resolution approaches and their identities. In addition, participants’ identities 
were influenced by societal influences. Figure 2 shows the interconnectedness between 
the factors that influences Jamaican church leaders’ identities and conflict resolution 
approaches. 
 
 
Figure 2. Multilateral conflict theory 
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discipline. As a result, researchers and practitioners in other disciplines could benefit 
from the research study findings, as I note in the following discussion. 
First, using a qualitative approach fostered greater depth than would have been 
generated from a quantitative study. Because most research studies in conflict resolution 
have been quantitative in design, rich data from individuals have been excluded. 
Although quantitative methods have advantages for capturing mass amounts of data from 
a wider population, the detailed nuances from a qualitative study provide illumination 
and understanding (Golafshani, 2003). For this study, the phenomenological approach 
was used to reveal insights into participants’ lived experiences and reveal new 
perspectives in the field of conflict resolution. 
Second, the research adds to the field of cultural studies by providing insightful 
new information about the Jamaican culture and participants from Jamaican origin. 
Phinney (1992) noted every ethnic group is unique; therefore, an understanding of this 
specific ethnic group may aid researchers and practitioners as they address the needs of 
this particular population. It is important to remember that this population holds specific 
beliefs, values, and traditions, which may differentiate them from another Jamaicans. 
Third, the organization studied had its own bylaws and business practices; thus, 
the characteristics of this organization likely differ from other organizations’ 
characteristics. Learning how participants interacted in that environment may help 
researchers conducting organizational studies recommend better approaches toward 
similar populations. 
Fourth, communication methods may differ from one population to the next. 
Conflict resolution involves communication. Sometimes the way a message is 
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communicated escalates a conflict, or conversely, de-escalates it. As four participants 
alluded, Jamaicans can be very vocal and sometimes even described as aggressive. This 
research study conclusions provide some insight into the communication dynamics of 
Jamaicans so that researchers and practitioners can adapt to respond to this population 
effectively.  
Fifth, the combination of culture and religion provided an interesting intersection 
for a study. As Cohen and Hill (2007) stated, the literature covering this intersection has 
been sparse. Because this study was unique in that regard, the findings may be valuable 
in conflict resolution. The findings may help researchers and practitioners understand the 
perspectives of Jamaican church leaders, which could be useful in academics and in 
practice. Goldberg and Blancke (2011) stated that conflict resolvers need expertise in 
faith, religion, spirituality, and values. 
Finally, I used the research study findings to generate a new theoretical 
framework to help both researchers and practitioners understand the relationship between 
individual identity and the components of conflict. Based on the theory, all elements 
central to people’s cores shape how they navigate and resolve conflict situations. This 
nascent theory might be relevant not only to conflict resolution practitioners but to 
practitioners in other disciplines as well. 
Limitations of Study 
Although this study had strong support, some limitations were present. First, as a 
qualitative study, the findings could not represent a mass population. Rather, researchers 
have recommended a sample size of fewer than 25 individuals for a qualitative study so 
that the depth of their experiences can be captured and analyzed meticulously (Creswell, 
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2007). Second, the population did not represent all Jamaican church leaders. Rather, it 
was representative of a young body of leaders, aged 18 to 44, with most participants on 
the younger end of the spectrum. These participants also practiced the Apostle’s doctrine 
and resided in South Florida. Third, as a phenomenological study, the research only 
addressed their lived experiences; thus, I could not develop a causal theory. Fourth, the 
phenomenon experienced by these individuals may change as they encounter new 
experiences. As Moustakas (1994) noted, the phenomenon occurs for a specific time. 
These participants may not have recalled all their experiences at the time of the 
interviews, and they will continue to have experiences beyond the research study. I asked 
a variety of questions and gave the participants time to reflect on the answers in order to 
minimize omission of necessary details. However, any omitted experiences might not 
have been significant enough to change the nature of the findings.  
Direction for Future Research 
Considering the scope of the limitations, additional research is needed to gain a 
better understanding of this population. Future researchers could conduct a quantitative 
research study to determine whether other research participants meeting all the criteria for 
this study would also report an overall positive conflict approach toward conflict. In 
another study, future researchers could compare the findings to different segments of the 
Jamaican population. For example, a researcher could observe whether major differences 
emerge between men and women, between older and younger populations, between those 
who practice the Apostles’ doctrine and those who apply other doctrines, or between 
those who were born and raised in Jamaica only until childhood versus those who lived 
their lives in Jamaica. These quantitative studies could be followed up with qualitative 
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data to gather in-depth insight into their experiences. Alternatively, future researchers 
could apply a mixed-method approach for each of the studies mentioned to yield the 
benefits of both quantitative and qualitative analyses.  
The findings in the research also spark additional research inquiry. For example, 
one finding showed that church leaders were compassionate toward those with whom 
they were in conflict. As I listened to the leaders’ lived experiences as they expressed 
concern for others in spite of disagreements, I wondered how many messages were 
translated in which the other party understood that they were being deeply cared for? 
Conversely, did they walk away feeling that they were not cared for at all? A speaker 
may convey messages both verbally and nonverbally with a specific intent but the 
receiver may distort the messages. Therefore, further study of church members’ lived 
experience could determine: (a) how members perceive acts of compassion, and (b) what 
members expect from leaders to show leaders care for members.  
In addition, future researchers should develop the multilateral conflict theory to 
determine the relationship between participants’ identities and their conflict resolution 
approaches. I recommend using a quantitative study to test the strength of the theory so 
that its application can be robust in conflict resolution and other disciplines. 
Conclusion 
The results of the study revealed how 22 Jamaican church leaders constructed 
their identities and resolved their conflict experiences. Consistent with the 
phenomenological design, the participants spoke freely about their experiences; thus, the 
findings that emerged came directly from the participants. Their narratives revealed 
insights into how they perceived themselves and resolved differences. Jamaican church 
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leaders’ identities were influenced by different factors. First, all the participants’ 
identities were influenced by service to others. The second most common theme was 
exercising faith in God, followed by development of self/personal growth, and finally, 
integrating societal influences. For these participants, these aspects shaped how they 
defined themselves. Interestingly, their sense of identities also influenced their views of 
conflict and their responses to it. 
The kinds of conflicts that Jamaican church leaders experienced were not vastly 
different from conflicts experienced by other groups described in previous literature, but 
what was different was the way they navigated the conflicts they encountered. Unlike the 
research populations addressed in the literature review, most conflict experiences 
conveyed by these Jamaican participants were neither volatile nor hostile. More than half 
the participants in the study viewed conflict as an opportunity to solve problems, and 
most were optimistic about their approaches to conflict. However, even though most had 
a positive attitude toward conflict, it is important to note that conflict resolution was 
neither simple nor easy. As Elizabeth said, “Conflict is very scary,” but the participants 
continue to work through it. 
Many of the participants used similar conflict resolution approaches and the 
factors affecting them. Participants admitted it was hurtful to experience the conflict, but 
how they dealt with the hurt and the results of the process made their experiences unique. 
One of these techniques included following Biblical instructions. However, following 
Biblical principles may not be easy; Chris said, “I’m not gonna lie, act like I like to 
follow Biblical values, but they’re the ones that work best.” Participants also applied 
standard conflict resolution techniques, including engaging in mediation, getting to the 
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root of the issue, listening, and adapting to the other party. When it was beyond what they 
could handle, they asked God to resolve the situation for them. Others might have used 
similar approaches, but based on the literature review, sometimes received different 
results. The purpose of this research was to present the veracity of the findings and 
position them within the existing body of work.  
Based on the findings, gender did not seem to make a significant difference in the 
approach these church leaders used. A few of the participants disclosed that culture 
played a role, but no references were made to the mainstream (dominant) culture of 
Britain, the country that once colonized Jamaica, nor to the United States, the culture in 
which they now resided. The cultural reference was either Jamaica or their 
neighborhoods (subcultures) in the United States.   
The results showed that some of the factors that influenced these church leaders’ 
identities also influenced their conflict resolution approaches. Most participants had an 
overall positive approach to conflict. Individuals who had a positive sense of self had 
more confidence in their approaches to conflict. This was not only conveyed by how they 
responded to situations but also in their demeanor, tone, and other nonverbal cues as they 
related the message. Not all the participants presented this composure; some participants 
seemed unsure about their reception and boundaries in conflict situations; thus, some 
noted they would rather avoid conflict or keep silent. Although some may have had some 
reservations about engaging in conflict, they dealt with it the best way they could. 
Jamaican church leaders’ conflict resolution approaches are influenced by solving 
problems, exercising faith in God, demonstrating compassion, gaining self-awareness, 
employing strategies in conflict resolution, providing service to others, and facing the 
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dark side of conflict. Their identities are influenced by exercising faith in God, gaining 
self-awareness, providing service to others, and integrating societal influences. These 
findings are applicable to both researchers and practitioners as they gain insight into this 
population. 
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Appendix A: Foundational beliefs of Rhema Word Ministries International 
“And Jesus came and spake unto them, saying, all power is given unto me in 
heaven and in earth. Go ye therefore, and teach all nations, baptizing them in the name of 
the Father, and of the Son, and of the Holy Ghost: teaching them to observe all things 
whatsoever I have commanded you; and, lo, I am with you always, even unto the end of 
the world” (KJV. Matthew 28:18-20). 
“Then Peter said unto them, repent, and be baptized every one of you in the name 
of Jesus Christ for the remission of sins, and ye shall receive the gift of the Holy Ghost” 
(KJV. Acts 2:38). 
“And there appeared unto them cloven tongues like as of fire, and it sat upon each 
of them And they were all filled with the Holy Ghost, and began to speak with other 
tongues, as the Spirit gave them utterance” (KJV. Acts 2:4). 
“And he gave some, apostles; and some, prophets; and some, evangelists; and 
some, pastors and teachers; for the perfecting of the saints, for the work of the ministry, 
for the edifying of the body of Christ” (KJV. Ephesians 4: 11-12). 
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Appendix B: Participation Letter  
 
 
Title of Study: A phenomenological study exploring the conflict approaches of Jamaican 
church leaders.  
 
Principal investigator Co-investigator 
Davina Cummings, MA Alexia Georgakopoulos, Ph.D. 
8165 Cantabria Falls Drive School of Humanities and Social Sciences 
Boynton Beach, FL 33473 Nova Southeastern University 
954-629-7184 3301 College Avenue 
 Fort Lauderdale, FL 33314 
 954-262-3054 
 
Institutional Review Board Site Information  
Nova Southeastern University  Rhema Word Ministries International 
Office of Grants and Contracts 950 S Cypress Rd 
(954) 262-5369/Toll Free: 866-499-0790 Pompano Beach, FL 33060 
IRB@nsu.nova.edu 
 
Description of Study: Davina Cummings is a doctoral student at Nova Southeastern 
University engaged in research for the purpose of satisfying a requirement for a Doctor of 
Philosophy degree. The purpose of this study is to examine how leaders at Rhema Word 
Ministries International address the conflict they experience. This research will provide 
insight into how each leader process and respond to the conflict they encounter. The 
intent of this study is to give voice to the participants to allow a comprehensive 
understanding of their perspective as they encounter conflict experiences. Each 
participant will be anonymous, and the information given will be strictly confidential. If 
you agree to participate, you will be asked to complete the attached survey. This survey 
will help the researcher identify the demographics of the participants so that the data can 
be analyzed based on common themes that emerge. Data collection will take 
approximately fifteen minutes to complete.  
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Risks/Benefits to the Participant: There may be minimal risk involved in participating 
in this study. There are no direct benefits for agreeing to be in this study. Please 
understand that although you may not benefit directly from participation in this study, 
you have the opportunity to enhance knowledge necessary to determine whether similar 
themes emerge amongst church leaders as they address conflict. If you have any concerns 
about the risks/benefits of participating in this study, you can contact the investigators 
and/or the university’s human research oversight board (the Institutional Review Board 
or IRB) at the numbers listed above.  
 
Cost and Payments to the Participant: There is no cost for participation in this 
study. Participation is completely voluntary and no payment will be provided.  
 
Confidentiality: Information obtained in this study is strictly confidential unless 
disclosure is required by law.  All data will be secured in a safe. Your name will not be 
used in the reporting of information in publications or conference presentations.  
 
Participant’s Right to Withdraw from the Study: You have the right to refuse to 
participate in this study and the right to withdraw from the study at any time without 
penalty.  
 
I have read this letter and I fully understand the contents of this document 
and voluntarily consent to participate.  All of my questions concerning this 
research have been answered.  If I have any questions in the future about this 
study they will be answered by the investigator listed above or his/her staff.   
 
I understand that the completion of this questionnaire implies my consent to 
participate in this study.  
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Appendix C: Interview Guide 
 What factors play a role in shaping your identity? 
 Are there any events that alter the way you view your identity? 
 How do you view conflict? 
 What factors contribute to how you view conflict in general? 
 Any experiences that impact the way you view conflict in general? 
 What values do you follow as you address conflict with others? 
 Think of a time when you were engaged in conflict; how did you deal with it? 
 How do you view yourself as leader in the church?  
 What is your role in the church? 
 What do you perceive your value is in the organization? 
 What impact do you have on the members at Rhema Word Ministries 
International? 
 Describe a story about how you addressed conflict you experienced in the church 
as a leader? 
 What impact did that conflict have on you and your role as a leader? 
 What values guide your decision as you address conflict in the church 
organization? 
 Are there other factors that affect how you address conflict within church?    
 What do you recall to be the most significant/ memorable experience as you 
resolved conflict as a church leader? 
 What behaviors do you use when you listen to conflict situations as a church 
leader? 
 What impact do you have in conflict resolution as a church leader? 
  
422 
 
Appendix D: Biographical Sketch 
Davina Cummings Clarke has taught Communication related courses at Florida 
Atlantic University, University of Central Florida, Broward College, Palm Beach 
College and Miami Dade College. She enjoys teaching in the academic community, 
but she also enjoys her role as a Sunday School teacher (ages 8-12) at Rhema Word 
Ministries International. She aspires to continue working in both arenas. 
Clarke’s work in the ministry will not only include teaching, but also 
mediation. She is currently certified as a county mediator and brings her service to the 
church and the community. Her findings from this research project will give her and 
other practitioners a better insight into the challenges that church leaders face, thus 
enhancing their practice. Her hope is to continue serving in different aspects of the 
ministry. 
Clarke hopes to expand her ministerial work to helping the homeless and 
prisoners so that they can lead a better life. Her aspiration to become a real estate 
investor and entrepreneur will help her to accomplish these tremendous feats, while 
allowing her to spend quality time with her family as they share new adventures 
together. She credits all her accomplishments and future success to the Lord Jesus 
Christ, the author and finisher of her faith.  
 
 
